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The purpose of this study was to investigate the academic environment as
perceived by professional Black personnel in predominantly white institutions. In
the limited available data reviewed on this subject, research indicates that Blacks
experience a variety of difficulties in predominantly white institutions.

The

difficulty has been documented from · the time of the entrance of Blacks in
predominantly white institutions in the early 1900s to the turbulent 1960s, and the
most recent analysis of what is happening in the 1980s and into the year 2000.
Each critical era in history represents a milestone that has proven to be essential
for Blacks in higher education.
The instrument used in the study was develoed by William Moore. and Lonnie
Wagstaff of Ohio State University. The population was selected from among the
professional Black members of the American Association for Higher Education Black

Caucus

membership

and

the

National
1

Advisory

Committee

to

the

2

Massachusetts Institute of Technology Association of Black Administrators' membership list.

A mail survey was used to obtain the data. A descriptive design was

used to analyze the data with a Chi-square test determined as the means used to
test the significance of the hypotheses used in the study.
The results of this research reveals that perceptions among Blacks are
consistent and prevalent in predominantly white institutions. Blacks are concerned
about the small number of Black students and colleagues in predominantly white
institutions.

They are also concerned about the work environment, affirmative

action programs, institutional assignments and promotion, relationships with the
academic environment and the overall political and social aspects in predominantly
white institutions.
Based on the results of the survey, conclusions were reached that Blacks do
perceive a sense of isolation and alienation in predominantly white institutions. It
was also concluded that additional efforts must be directed toward hiring more
Blacks and creating environments that are conducive to acceptance of Blacks in
predominantly white institutions.
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Chapter 1
INTRODUCTION

Statistical data support the fact that more educational administrators and
professors will be needed on the university and college campuses by the twentyfirst century. "American colleges and universities will need to hire about 500,000 ·
faculty members in the next 25 years, thereby replacing virtually the entire
professoriate, according to Howard R. Bowen, professor of economics and education at Claremont Graduate School" (Jean Evangelauf, 1984, p. 1). Adding to this
projected concern is the fact that "college and university faculty members are so
dissatisfied with their careers that nearly 40 percent of them say they may leave
academe within five years, the Carnegie Foundation for the Advancement of
Teaching has found" (Robert L. Jacobson, 1985, p. 1).

Reviews of this data and

relevant information strongly suggest that a critical shortage of personnel may
lead to a crisis.
The need for Blacks to be a part of the pool of employable resources is a
concern for many Black educators. This concern is not a new or resurging issue but
a constant familiar topic of the past, a pressing issue of today, and as stated here,
a major concern for the future.
The hiring of Blacks and the pattern of perceptions experienced by professional Black personnel in predominantly white institutions of higher education
yields information of a startling consistency. "Virtually no gains are being made in
increasing

minority

representation

in

the

1

faculties

and

administrators

of
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predominantly white colleges, according to many educators familiar with academic :
recruiting" (Charles S. Farrell, 1984, p. 1).
Perhaps substantial gains are limited because the "Black educator exists
almost independently in white academe, enduring a variety of insults and generally
being judged incapable.

They are still asked about being Black, about the Black

lifestyle, and about the Black experience and what makes it unique; they are asked
to explain and justify being Black" (Moore and Wagstaff, 1974, p. 35).
Writing in the Chronicle of Higher Education, William B. Harvey (1986) stated
that "only two words can be used to characterize the presence of Blacks on the
faculties of prdominately white colleges and universities:

small and nonexistent.

Although the number of Black faculty members at such institutions has never beeri
large, it now seems to be shrinking even further" (p. 96).
One reason for that [small percentage of Black faculty] . is the lingering
climate of institutional racism. "In the great majority of situations, when there is
a faculty position to be filled, the decision about who is hired to occupy a vacant
slot is largely made by the people who already hold a faculty status. Overwhelmingly, those people are likely to be white and male, and available data clearly show
that their choices are likely to be white and male, after that, the much less likely
choices will be, in descending order, a white female, a Black male, a Black female.
The excuses offered for not hiring Blacks for faculty positions range from their
having a less impressive background than the white candidate to their not being a
"good-fit" with the rest of the faculty" (William B. Harvey, 1986, p. 96).
Blacks entering a predominantly white institution often hope for a "good fit."
Studies indicate that various perceptions in the academic environment soon dampen
the hope.
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There is no doubt that education is one of the most crucial tasks of a society,
and that the need for committed, fully qualified people will continue. A "good fit"
certainly has its merit. In other words, it is worth making the effort to attract
good candidates.

However, from the candidate's point of view, a place ought to

appear attractive, worthwhile, and able to provide an opportunity to develop some
competencies, ta : advance one's career, and to have a satisfying life. How the case
is made, of course, will vary from college to college, department to department,
and even from position to position (Jon W. Fuller, 1983).
Each institution and each department has certain characteristics, a tone, and
an environment.

Some are conservative, unfriendly, rigid, closed to new ideas,

exciting, involved in team work, interested in change, and open to intellectt.J?l
concepts.

If the president and chief academic officer support these characteris-

tics, the academic environment will more likely be attractive to the best
candidates than a place that is dormant, closed, conservative, and run in a heavyhanded fashion.
In a new book, And We Are Not Saved, Derrick Bell (1988) a professor of law
at Harvard University, uses the techniques of fiction to explore social and legal
barriers to racial equality according to a report in the Chronicle of Higher
Education (p. 81).

Bell was ecstatic when his department boasted of six minority

faculty members and he was able to find a seventh candidate with remarkable
qualifications. He soon learned that his sentiment was not shared by many of his
white colleagues. Apparently, affirmative action was not as important in practice
as indicated in the stated policies and principles of the universities.
Explaining his perception of his role in the university, Bell (1988) states:

4

I had become the personal counselor and confidant of
virtually all the Black students and a goodly number of the
whites. The Black students clearly needed someone with
whom to share their many problems, and white students,
finding a faculty member actually willing to take time with
them, were not reluctant to help keep my appointment book
full. I liked the students, but it was hard to give them as
much as they needed. I also had to prepare for classes
where I was expected to give an award-winning performance
each day and serve on every committee at the law school
and "' the university where minority representation was
desired. In addition, every emergency involving a racial
issue was deemed my problem. I admit I wanted to be
involved in these problems, but they all required time and
energy. Only another Black law teacher would believe what
I had to do to make time for research and writing (p. Bl).
The recommendation of a seventh minority candidate to the Harvard Law
School was cause for a visit from the dean. Bell further states:
When the dean came to see me, he talked aimlessly for some
time before he reached the problem troubling him, and I
later gathered, much of the faculty. The problem was that
our faculty would soon be 25 percent minority. "You know,
we promised you we would become an integrated faculty,
we've kept that promise admittedly with a lot of help from
you. But I don't think we can hire anyone else for a while. I
thought we might 'share the wealth' a bit by recommending
your candidate to some of our sister schools whose minorityhidng records are far less impressive than our own" (p. 84).
Unfortunately, the Dean's response appears to be reflective of a history of
agendas that is primarily concerned with allowing only a few Blacks in the
predominantly white institutions.

"Before the war, it was extremely rare for an

American institution of Higher Education to admit a Black student, and almost
unheard of for one to employ a Black professor. One exception to this pattern was
Charles Reason, who served as professor of mathematics and belles lettres at
Central College in McGrawville, New York. Central College, founded by abolitionists, also employed two Blacks as instructors" (John E. Fleming, Gerald R. Hill,
David H. Swinton, 1978).

Bell, no doubt, perceived that educational institutions
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should be far removed from that form of limitation as he continued to find the best
candidate for his department. Realizing that his candidate would not be accepted,
he angrily responded:
"Dean," I said, as calmly and coldly as I could, "I am not
interested in recruiting Black teachers for other law
schools. Each of the people we have hired is good, as you
have boasted many times, publicly and privately. And I can
assure you that the seventh candidate will be better than
anyone now on the faculty without regard to race."
"You t;::ould be right, but let's be realistic. This is one of
the oldest and finest law schools in the country. It simply
would not be the same school for our students and the
alumni with a predominantly minority faculty as I thought
you, an advocate of affirmative action, would understand"
(p. B4).
It is at this point that Bell's perceptions are made clear.
"I am no mathematician," I said, "but 25 percent is far from
a majority. Still, it is more racial integration than you want
even though none of the minorities, excluding perhaps
myself, has needed any affirmative-action help to qualify
the job. I also understand, tardily I admit, that you folks
never expected that I would find more than a few minorities
who could meet your academic qualifications. You never
expected that you would have to reveal what has always
been your chief qualification a white face, preferably from
an upper-class background" (P:-B4).
"It is difficult for writers who record the problems of Black faculty members
in Higher Education to refrain from dwelling upon the perennial survey of
injustices, exposing the academic chauvinism and self-interest pragmatism of the
academic community, analyzing the recoiling of intellectuals from the concept of
affirmative action and implementations of equal employment opportunity, describing the extravagant claims made by academicians to maintain the status quo,
permitting rhetoric to blur thought, overstating examples and ironies, and falling
prey to Black idolatry.

Yet to simply introduce data leaves too many stories
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untold, conceals the circumstances of too many problems, and denies a particular
group of educators a podium one of the very few groups left in the United States
who have not had one" (Moore and Wagstaff, 1974, p. 131).
Writing, researching, explaining the perceptions of Blacks in predominantly
white institutions will keep the concerns on the 'front-burner.' Hopefully, as well,
justifications as those noted by William B. Harvey will move from documentation
of thoughts to realizations.

Harvey (1986) found that "the presence of Black

colleagues affords white professors an opportunity to understand and appreciate
Black cultural heritage better, through discussion and mutual exchange of ideas,
opinions, and perspectives. For the majority of white faculty members, this is an
area in which their knowledge base could be broadened considerably" (p. 96).
Walter E. Massey's (1987) observation that it is also important that white
students have minority as well as white mentors are views shared by many Black
educators. The present atmosphere of racial intolerance and stereotypical beliefs
experienced on college campuses can be changed.

White students deserve the

opportunity to have the experience of working with Black and Hispanic faculty and
professional staff in the academic environment.
"As we approach the twenty-first century, an ethnically and culturally
heterogeneous scholarly community is not just politically expedient to reflect the
new directions in academic inquiry, it is necessary to have the perspectives of the
minority and third world scholars whose contributions have served as catalysts for
new scholarships in many fields since the 1960s. It is that imperative, more than
the concept of affirmative action, that should impel higher education in this
country to regard the "traditional scholarly community" as anachronistic" (Robert
J. Thornston, 1987, p. 42).

7

Based on the investigation in this study, one may hypothesize that:
1.

Blacks do experience difficulty in gaining professional employment in
predominantly white institutions.

2.

Blacks do perceive unique problems in the academic environment of
predominantly white insitutions.

Statement of the Problem
To say that Blacks feel themselves aliens in a predominantly white institution
is not an unsubstantiated claim. "To many Blacks, higher education was perceived
as the promised land. In reality, they found it to be a fortress almost impenetrable
to all but Caucasian males. Publicly, some Blacks continue to affirm their fo~rner
perceptions, but in private they admit that higher education is different from what
they thought it would be. They are aware that the practices of higher education do
not fit with the image of it.

They

now know that they cannot fit easily into a

structure largely based on their exclusion.

Those who are most critical say that

the academic community is decadent, its interests artificial, its standards meretricious, and its defenses palbably vulnerable.

Some do not attack it but instead

indicate that they regard its continued elitism and historical pretensions as
discriminatory and anarchronistic; they talk about its inevitable collapse with
ironic detachment" (Moore and Wagstaff, 1974, p. 3).
"Such attitudes are understandable when we look into the present state of
affairs of Black educators in predominantly white institutions of higher education.
It is more than a coincidence that the number of Black educators is small, they are
awarded the lowest academic ranks, their positions are the most poorly defined,
and their jobs are the least secure" (Moore and Wagstaff, 1974, p. 4). The purpose
of this study is to analyze the academic environment as perceived by Black
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professional Black personnel in selected predominantly white institutions.

More

specifically, the study will seek to provide information regarding the following:
1.

How do Blacks perceive their roles in predominantly white institutions?

2.

Are the predominantly white institutions sensitive to the significant
problems experienced by Blacks?

3.

How

did

Blacks

obtain

their

positions

in

predominantly

white

institutions?
4.

What are some of the unique characteristics of the university as
perceived by Blacks?

5.

More importantly, what suggestions can be made that will assist all
educators in predominantly white institutions to assess and create
viable solutions that will eliminate systematic differences in the
academic environment?

Significance of Study
The subject of professional Black personnel in predominantly white institutions is an issue that attracts attention from various special interest groups,
professional organizations, educators and the like.

Many seek to gain knowledge,

examine existing research, as well as provide information regarding this important
issue in higher education.

Blacks should take a leadership role in examining this

issue with vigor and critically analyze all conceivable means of providing facts that
will open doors for Blacks in predominantly white institutions.

Any acts of

complacency regarding this subject only serve to support a trend that decreases the
future visibility of Blacks in all spheres of Higher Education, and the progress
toward enlightening educators regarding the excellent resource of scholarly knowledge provided by Black educators.
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The perception that Blacks have of their academic environment in predominantly white institutions is one of the key issues that will assist in the successful
continued employment of Black personnel.

It is only through careful scrutiny of

observable-non-observable, workable-non-workable circumstances that educators
are able to objectively recommend alternatives to non-functioning situations. This
study will seek to provide useful information to all leaders in institutions of higher
education. The study will also provide information that may enlighten faculty and
staff regarding their actions in the workplace.

The study will provide more

information for Blacks in higher education who are interested in trying to
understand their academic environment.
The study will seek to provide information that may enlighten those who

a~~

not aware of the extent of the concerns regarding Blacks in predominantly white
institutions. Finally, this study will seek to provide recommendations that will be
beneficial to all in higher education. A thorough research may provide information
that will open doors wider for the employability of Blacks in higher education. Not
only should the doors be opened but the environment should be one that is
conducive to encouraging total professional involvement with a profound sense of
dignity.

Hypotheses
This test was designed to analyze the perceptions professional Blacks have of
the academic environment in predominantly white institutions.
study was statistically tested using the following hypotheses:

The focus of this

Ho1:

There is no significant relationship between males and females
regarding the perceptions of their involvement in the planning and
development of the curriculum in their department.

Hoz:

There is no significant relationship between males and females'
perceptions of attempts to minimize contact with whites of the
opposite sex on the job.

Ho3:

There is no significant relationship between males and females'
perceptions regarding the fairness in the dissemination of information
• within their department.

Ho4:

There is no significant relationship between males and females'
perceptions of their race being a major factor in the hiring process. .

Ho5:

There is no significant relationship in the male and females' perceptions that the institution uses race as a factor in meeting stipulated
numerical goals.

Ho6:

There is no significant relationship between the males and females'
perceptions regarding the hiring and promotion of incompetent whites
over deserving Blacks.

Ho7:

There is no significant relationship between males and females'
perceptions regarding the hiring and promotion of incompetent Blacks
over deserving whites.

Hoe:

There is no significant relationship between males and females'
perceptions regarding satisfaction with their present positions.

Ho9:

There is no significant relationship between males and females'
perceptions regarding how they obtained their positions.
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Ho10:

There is no significant relationship between males and females'
perceptions of having to assume the major responsibility for the
counseling of Black students.

Hon:

There is no significant relationship between males and females'
perception of efforts put forth to minimize their contact with other
Blacks.

Ho1z:

There is no significant relationship between males' perception of
their tenure statuses and the females' perceptions of their tenure
statuses.

Assumptions
After thoroughly reviewing data relative to the study, it is assumed that
substantial reasons exist to continue to study this topic.

It is also assumed that

respondents answered questions based on their perceptions.

Limitations
This study does not attempt to determine all of the perceptions that Blacks
have of the academic environment but is limited to variables that address
perceptions in areas of sensitivity, participation, hiring practices and promotional
opportunities.

Also, the study did not attempt to classify problems based on

specific higher educational institutions or identify academic departments within
the institutions.

Definitions

1.

Academic Environment: The total campus institutional body.
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2.

Affirmative Action:

A set of laws, rules and regulations primarily

directed toward eliminating racial injustices toward groups defined as
minority.

3.

Alienation:

A state of being that creates a feeling of isolation and

rejection.
4.

Anachronistic: A situation that exists out of its place and time.

5.

Black/Negro Personnel:

A population of employed professional A fro

Americans.
6.

Candidate: A job seeking applicant.

7.

Hiring Process/Practices:

A series of actions designed to employ

personnel.

8.

Perceptions: A personal view of observed actions or verbal, non-verbal
messages.

9.

Predominantly White Institution:

A college or university with a

Caucasian population that is clearly identified as being in the majority
in terms of administration, faculty, staff and student body.

10.

Promotion:

An advancement from one position to another of greater

importance.

11.

Sensitivity: A projected image of concern and caring.

12.

Stereotype:

An assumption based on unsubstantiated thoughts, ideas

and practices.

13.

Token: An identification that indicates an unearned, unqualified status.

14.

Traditional Scholarly Community: Higher educational institutions that
continue to predominantly hire and promote white males and white
females.
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Summary
Recent research has shown that we may face a critical shortage of
administrators and faculty members in the year 2000.

Some of the variety of

reasons for the projected shortage encompass lack of interest in employment in
higher education, salaries are often too low, industries are more attractive, and
students are poorly prepared for college.
For professional Black personnel, perceptions within the academic environment have created a need to rethink careers in higher education.

Many forge

ahead because of a personal strategy which aids in their survival no matter what
the circumstances. Others opt to immediately retreat to more familiar territory.
As investigations are made into the academic environment as perceived

br,

professional Black personnel in predominantly white institutions, it is hoped that
information shared with educators will serve to enhance those areas that are
observed to be working.

Admittedly, many educators are aware of the concerns

and have addressed the issues of professional Black personnel in predominantly
white institutions. These efforts are to be commended.
There are perceptions that are recorded over and over as adversities for
professional Black personnel employed in predominantly white institutions.

It is

the continued consistencies of professional Black personnel's lack of acceptance in
predominantly white institutions (often noted as constant problems as well) that is
the basis of the focal point of this research.

Comparatively, it can be analyzed

that professional Black personnel are a link in the chain of all professional
personnel in higher education. The chain is stronger when the links work together.

Chapter 2
REVIEW OF RELATED UTERATURE

According to Pettigrew and Martin (1987) when Blacks enter an organization
[ such as a predomin~mtly white institution ] where they are thinly represented,
other problems arise. In addition to the familiar negative effects of stereotypes,
social psychological research has uncovered detrimental effects created by the new
employment situation. There are stress factors that impede the smooth entry of
Blacks into the new work environment.
The perception that Blacks have of their environment in a predominantly
white university is often warranted.

To understand the perceptions that Blacks

have of the academic environment in a predominantly white institution, this review
will briefly examine the history of the entrance of Blacks into white institutions,
the affirmative action guidelines, and the integration and recruitment processes.
All are important events which contributed to Black personnel's access to predominately white institutions.

It is also these events that may provide insight and

understanding to the final focus of this review of related literature regarding the
perceptions Blacks have of the academic environment of predominantly white
institutions.
Some whites have made efforts to work with Black colleagues, but there are
many who still keep the relationship with Black colleagues very

isolated.

Educators must find this kind of atmosphere 'unacceptable' for changes to take
place.
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History
Writing in the Journal of Negro History, James Allen Moss (1969) addresses
the issue of Negro Teachers in Predominantly White Colleges.

In terms of the

historical aspects of Moss's work, the major framework for his investigation
suggests four distinct historical periods. Moss identifies these periods as distinct
movements of Negroes into integrated college teaching.

These are first, the

periods prior to 1900 when, in a few exceptional instances, Negroes taught on the
faculties of integrated colleges in both the North and the South. The second period
was between 1900-1940 in which Negroes were being admitted in increasing
numbers to teaching posts in Negro colleges and to some administrative positions in
these same colleges, but, in the main, excluded from teaching in predominantl y
white colleges. The third period occurred between 1940-1946 when a few Negroes
were being accepted on an experimental basis into the faculties of some selected
white colleges.

The fourth, the present situation, is one of fuller integration of

Negroes into permanent positions in non-segregated institutions, but this appears to
be accompanied by almost exclusion from any significant administrative posts
(p. 452).

Any investigation of Blacks employed in white institutions of higher learning
must begin with the Julius Rosenwald Fund. A. G. Belles, in the 1969 issue of the
Journal of Negro History, discusses the early efforts of the Rosenwald Fund to
influence white colleges to recruit Black faculty members. The fund was begun by
Julius Rosenwald, President of Sears, Roebuck and Company, on October 30, 1917
and was discontinued in June 1948.
In an investigation of the college faculty and the Julius Rosenwald Fund,
A. Gilbert Belles (1969) noted that Fred G. Wale, a member of the Fund staff,
conducted research regarding placement of Negroes in predominantly white

•
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History
Writing in the Journal of Negro History, James Allen Moss (1969) addresses
the issue of Negro Teachers in Predominantly White Colleges.

In terms of the

historical aspects of Moss's work, the major framework for his investigation
suggests four distinct historical periods. Moss identifies these periods as distinct
movements of Negroes into integrated college teaching.

These are first, the

periods prior to 1900 when, in a few exceptional instances, Negroes taught on the
faculties of integrated colleges in both the North and the South. The second period
was between 1900-1940 in which Negroes were being admitted in increasing
numbers to teaching posts in Negro colleges and to some administrative positions in
these same colleges, but, in the main, excluded from teaching in predominantly
white colleges. The third period occurred between 1940-1946 when a few Negroes
were being accepted on an experimental basis into the faculties of some selected
white colleges.

The fourth, the present situation, is one of fuller integration of

Negroes into permanent positions in non-segregated institutions, but this appears to
be accompanied by almost exclusion from any significant administrative posts
(p. 452).

Any investigation of Blacks employed in white institutions of higher learning
must begin with the Julius Rosenwald Fund. A. G. Belles, in the 1969 issue of the
J ournal of Negro History, discusses the early efforts of the Rosenwald Fund to
influence white colleges to recruit Black faculty members. The fund was begun by
Julius Rosenwald, President of Sears, Roebuck and Company, on October 30, 1917
and was discontinued in June 1948.
In an investigation of the college faculty and the Julius Rosenwald Fund,
A. Gilbert Belles (1969) noted that Fred G. Wale, a member of the Fund staff,
conducted research regarding placement of Negroes in predominantly white
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institutions. Wale sent out mailings to 509 college presidents.
fifteen Negroes on formerly all-white faculties.

The letter listed

Wale was concerned about

bridging the gap between race relations and education and with placing more Black
faculty in predominantly white institutions.

Only 160 or 31 % of the 509 college

presidents responded. Many of the respondents indicated that the letters received
from Wale would be placed in the files for future references (p. 383-385).
As Belles (1969) summarized his analysis of this project of the Julius
Rosenwald Fund, he noted that the undertaking by Fred Wales combined an interest
in education and race relations. In 1947, Wale compiled a list of 75 appointments
of Blacks to predominantly white institutions from 1945-1947. Belles stated taht
"one cannot claim that the fund deserves all the credit for the appointments ..of
Negroes on college faculties.

But it certainly encouraged this development,

sometimes

more

with

subsidization,

frequently

with

recommendation,

and

constantly with letters exhorting college administrators to act" (p. 392). Although
many presidents were sympathetic, they feared that the hiring of Blacks would
create problems among the white community. Therefore, prior to the 1960's few,
if any, Black administrators and faculty were found in predominantly white
colleges and universities.
Levester Tubb (1982) noted that Black student activism of the sixties brought
considerable pressure on the white administration of those campuses, thereby
paving

the

way

for

the

greater

opportunity

for

employment

of

Black

administrators. A majority of those Black administrators employed predominantly
white colleges and universities during this period had duties and responsibilities
that were related to minority concerns. Most of these administrators had working
titles such as Assistant Dean for Minority Concerns, Minority Student Advisor, and
in some

cases,

Vice

President

for

Minority

A ff airs

(p. 207).

Prevailing
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circumstances for employment were heavily imbedded in the institutions' efforts to
comply with affirmative action mandates.

Thus, whites often viewed Blacks as

token infringements upon the predominantly white institutions of higher education.
Braving such description and paving the way for those to come later were:
Allison Davis, appointed to the University of Chicago in 1942; the appointment was
subsidized by the Rosenwald Foundation (Belles, 1969); Charles Reason, who served
as professor of mathematics and belles lettres at Central College in McGrawville,
New York. Central College, founded by abolitionists, also employed two Blacks as
instructors - Fleming, Gill, and Swinton (1978).

Charles S. Johnson, W. E. B.

DuBois, William H. Hastie, Charles H. Houston, William Grant Still, Langston
Hughes, Richard Wright, and Sterling Brown were also among the first pioneers •..
Many names, much less well known however, were mere stepping stones in history
for Black educators today.

Black educators could not reach the doorsteps of

predominantly white institutions without stepping on the stepping stones laid by
these brave souls.

Affirmative Action
In 1980, the history of Black Americans clearly showed a direct relationship
between the need for affirmative action for Blacks in institutions of higher
education. Niara Sudarkasa (1987) stated that "many claim that affirmative action
has gone too far that under its mantle, America has done too much for too many
who are undeserving.

Others, including some neo-conservative Blacks who are

taunted as the right thinking spokesmen (underline men) for the Black intelligentsia, maintain that affirmative action has actually been a disservice to Blacks"
(p. 3).· Countering this assessment, Sudarkasa further asserts that:

"It should be

obvious that no twenty-year-old program can adequately redress the nearly three-
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hundred years Blacks suffered in slavery in the United States. Neither can it atone
for the century of Jim Crow and other ideologies of discrimination that have
stifled Blacks' progress for the 120 years since emancipation was officially
proclaimed (p. 3).
Professor Allen B. Ballard (1978) poignantly maintains that:
They (white colleges) could have brought Black faculty into
their colleges in numbers sufficient to have created the
image of integrated faculties at the very center of
American civilization. They could have granted DuBois,
Woodson, Wesley and Locke the prestige and research
facilities that would have kept ill-intentioned and badly
informed whites out of the business of defining the Black
man and his role in this society (p. 1).
Sudarkasa (1987) states that "it is commonly assumed by those on both sides
of the debate that affirmative action has "opened up" the professional ranks of
higher education for minorities, particularly for Blacks.

Yet, for all the

commotion, the data show that affirmative action has not had the impact on the
hiring of Blacks in higher education that either its critics or its exponents might
think or have us to believe" (p. 4).
Many changes have taken place since President John F. Kennedy issued
Executive Order 10924 in March 1961 which established "affirmative action" to
ensure that minorities and women would have access to job opportunities. Since
1961 the federal government has issued affirmative action guidelines to those
institutions, public and private, which receive government grants and contracts.
Very little has been done to enforce compliance.

George L. Mims (1981) stated

that it is recognized by the government, the public sector, and the private sector
that compliance is primarily voluntary. Rubin, et al (1984) nevertheless found that
in order to carry out the requirements of Executive Order 11246 (which addresses
the issue of employment in higher education), as amended, each institution is
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directed to develop and implement its own affirmative action plan, including
identification of the responsibilities of its affirmative action officer.

Although

specific plans may vary, the Carnegie Council on Policy Studies in Higher
Education has noted that the institution and the affirmative action officer should
assume the following responsibilities:
l.

Establish a carefully developed affirmative action plan and the administrative and advisory mechanism to make it work.

2.

Make annual public reports on progress.

3.

Actively recruit women and minorities into the pools of names
considered for openings.

4.

Select the most qualified candidate as federal policy now requires,.
regardless of race, sex, or ethnic origin.

5.

Provide fair procedures for processing complaints.

More specifically, the affirmative action officer would: oversee the development, implementation, and monitoring of university equal opportunity and affirmative action programs; collect and report data on "recruitment, hiring mobility,
attrition, and overall affirmative action progress; "serve as "liaison" between the
university administration and interest groups in the university;

and update

university officials on current development in equal opportunity and affirmative
action.
Many officials are trying to comply with established guidelines for affirmative action, but, as stated by Gaynelle Evans (1985), many college affirmative
action officers say they have lost status and influence on their campuses because
of the Reagan Administration's civil-rights policies.
report:

Among the changes they

the amount of support that they receive from top administrators has

dropped in many cases severely, an increasing number of affirmative action
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officers now report to the institutions's top personnel executive, instead of directly
to the president or chief executive officer a change that they say significantly
decreases their power, analysis of court cases and of equal opportunity law has
become a larger part of some affirmative action officers' duties, many affirmative
action administrators have had additional responsibilities such as employee training
and development assigned to their offices without any additions to their staffs, and
they must rely more on educating their superiors and peers and less on the threat
of federal action to gain cooperation from campus officials.
Paul E. Gray (1982), President of the Massachusetts Institute of Technology,
warned that the federal government's apparent retreat from a commitment to
affirmative action means that colleges and universities will have to rely on their
own efforts to insure equal opportunity for women, Blacks, and members of other
minority groups. Mr. Gray further stated that "we must concern ourselves with the
daily struggle of making our own institutional places which invite and nurture
talented people, no matter how different they may be in settings which have
traditionally been white and male in composition and outlook. We cannot focus so
much on outside issues that we forget that the real struggle is as it has always been
right here at home" (p. 293).
The affirmative action process is further complicated by a pointed question
by William T. Bielby (1987): "what kind of policies could possibly change informal,
subjective, and interpersonal interactions between Blacks and whites in the
workplace, especially when whites are largely unaware of the discriminatory
impact on their behaviors and attitudes" (p. 80).
Additionally, Joe R. Feagin (1987) resolves that another issue is the definition
of major types of discrimination.

Overt discrimination is buttressed by the two

other major types, subtle and covert discrimination.

Overt discrimination is the
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most blatant type and most commonly discussed.

Subtle discrimination involves

unequal treatment which is visible but so internalized as to be considered as
"normal" and routine, particularly in bureaucratized settings.

Covert discrimina-

tion refers to unequal treatment that is clandestine and maliciously motivated, an
increasing phenomenon in the desegregation of traditionally all-white settings. The
latter type of harmful treatment purposely attempts to ensure that Black
employees fail, while the former involves discrimination subtly built into the
normative structure of workplace.
Affirmative action is clearly not a "cure-all" for the concerns of Blacks in
predominantly white insitutions.

Various Executive Orders created through the

federal government can eliminate, control, and reverse discrimination and establish .
guidelines. The changes that will have the most profound impact must come from
within the hearts of both Black and white professional personnel in predominantly
white institutions.

Recruitment of Black Personnel
According to Kaplowitz (1986), the selection of the faculty and the administrative leadership on campus is at the very heart of the future of the academic
enterprise. Institutions seek to recruit and hire the finest people possible, and the
selection processes used include many elements of the monomythical quest or
journey (Report 8).
In a recent report, Beverly T. Watkins (1986) acknowledged that to maintain
the quality of the American professoriate into the next century, colleges and
universities must:

aggressively recruit the best available people, including those

with advanced degrees who are now employed in business and industry. They must
also do the following:
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1.

Act to retain the best of today's professors by increasing compensation,
revitalizing their working environment, and improving the prospects for
a faculty career.

2.

Identify first-rate candidates while they are still in graduate school and
stay in touch with them as they pursue their studies.

3.

Offer tenure to more professors and find ways to get rid of less-able
tenured faculty members.

Although there are guidelines for hiring professional personnel on university
and college campuses, the Carnegie Council identified several "traditional"
academic hiring practices which discriminated against women and minorities.
First, as identified by Rubin et al (1984) referring to the council, reported that the
council found that many job openings were not widely advertised.

Rather,

recruitment was primarily limited to confidential interviews with candidates from
"especially distinguished graduate or professional departments."

Second, once an

individual department made its final selection, no information on any of the other
"nonselected candidates" was ever submitted for review to a higher level in the
campus administration. Firm guidelines regarding affirmative action were used to
address this concern.
Vita banks are also an increasingly popular means for universities to insure
that minority candidates are included in their hiring pools for faculty and
administrative posts.

But some critics have charged that the banks reflect a

"cosmetic" commitment to affirmative action and in no way strengthen a minority
group candidate's chances of getting a job. Admittedly as well, many institutions
feel that the numbers of minority faculty members are abysmally low. Supporting
the concept of the minority bank, many educators contend that the idea does not
present a problem and basically will yield far more good than bad.

This is an
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obvious action that may prove to be more beneficial in addressing the difficulties
of Black recruitment.
There are still less obvious factors which contribute to the difficulty of
recruiting Black faculty and administrators. A brief comment about some of these
are:
1.

Many Blacks refuse to contend with the racism which prevails on white
college campuses.

The arguments about qualifications of Blacks,

maintaining standards, Black Studies, affirmative action, and other
campus issues, are viewed quite accurately by Blacks as arguments that
stem from racism.

2.

Excessive qualifications are required for many faculty positions.

3.

There

is

a

associations.

conspicuous

absence

of

Blacks in most

professional

The professional association is the country club of

academia. More hiring is done through this medium than most others.
The fact that ·so few Blacks belong automatically tends to exclude
Blacks from many hiring opportunities.
4.

Ineffectiveness is a fact of life of most search committees. More than
80 percent of Blacks who are hired on white college campuses hear of
openings from other Blacks or learn of these openings from nontraditional sources.

5.

It is difficult to locate qualified Blacks who are presently employed.

6.

Few Blacks have contact with those who pull the purse strings.

As Braddock and McPartland (1987) stated, a qualified person's chances for
employment in the most desirable job openings begins with finding out about those
vacancies and becoming p·art of a pool of candidates. When the supply of available
employable opportunities is limited, Black and

white workers will routinely be
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pitted against each other for too few jobs, often to the broad advantage of
employers as a class.

Such a competitive situation substantially contributes to

discrimination. "Without basic changes in the structure of capitalistic workplaces with their undemocratic, hierarchial, and racist character - there can be no real
workplace accommodation between Black and white workers. Discrimination in job
entry, screening, and promotions is not solely a matter of structured-in or
prejudiced-generated racial barriers; discrimination has long been shaped by the
reality of too few jobs" (Joe R. Feagin, 1987, p. 89).
Education can play an important role according to Richard A. Lester (1974),
in the elimination of prejudice and the development of personal freedom so that
individuals enjoy more freedom to choose and enter appropriate careers and ~an
advance in them according to ability, ambition, hard work and available job
openings.

Mainly, education helps to eliminate barriers to opportunity for

individuals - whatever their skin color or sex - so that they can become part of the
qualified supply for a profession or other high-level position requiring advanced
university training.
Mark Reisler (1988) stated that we must recognize that effective integration
will greatly enrich higher education. Failure to achieve it will pose an incalculable
threat to the growth of the minds and souls of all students, white as well as Black.
Without the presence and influence of Blacks at all levels on the campus, the
university itself will be deficient and the education it offers sadly narrow.

Professional Black Educators
By the year 1900, Moss (1969) stated that there were 43 Black colleges.
During the years of 1926-1936, more Blacks graduated from college than all the
previous years. By 1938, Blacks boasted of over 200 Black colleges, and 21 colleges
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had Black presidents. Doctoral degrees were awarded to 153 Blacks from approximately 33 American and European institutions.

That number increased to about

330 doctorates for Blacks from 57 American universities.

During the 1940s, the

number of all Black teachers went from two to approximately 26. Between 1944 to
1951, Blacks earned 292 doctorates for a total of approximately 673 doctorates by
the year of 1951. Late into the 1940s, 78 Black men and women were serving as
faculty members on 29 northern colleges.
According to Blackwell (1981), the population of Black students enrolled in
graduate schools increased steadily throughout the decade of the 1970s. In 1972,
Black graduate students comprised 4.2 percent of all students enrolled in U.S.
graduate schools.

There was a one percent increase, to 5.2 percent, in th.~ir

proportion by 1973. By 1975, their rate rose to 6.4 percent of total graduate school
enrollment. Since 1976, it appears that the percentage of Black graduate students
has leveled off to about 6.0 percent of total graduate enrollment. According to
statistical data, there are approximately 1,076,980 students enrolled in all of the
nation's graduate schools.

Of the number, approximately 61,923 are Black.

James E. Blackwell and Gaynelle Evans (1986) stated that Blacks earned more
doctoral degrees in the 1970s than in the previous 100 years.

But between 1980-

1984, the most recent year for which statistics are available, the number of Blacks
each year declined from 1,100 to 978. It should be noted that prior to the 1970s,
nearly 7,000 Blacks received doctoral degrees.
About 60 percent of the doctoral degrees received from Blacks in 1980-1981
were awarded by 10 percent of the universities that offer such degrees.

Of 399

universities that awarded doctorates in that period, 211 gave none to Blacks. Of
the same universities, an even larger number, 269, awarded no degrees to
Hispanics, according to Scott Heller (1984).
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Professional Blacks are contending that the problem of Blacks earning
doctorates shows no si·gns of improving.

Any hopes of abating this source of

contention must be assumed by professional Blacks in all disciplines. The potential
risk of not having the documentation of the highest achievement in the educational
field is a threat to the security of all who presently hold the degree.

Maurice

Woodard (1985) expressed his concern for the need for more doctorates among
Blacks and especially in his discipline, political science. Woodard referred to the
1984 Guide to Graduate Study in Political Science which listed the top fifteen
producers of Black American Ph.Os. The top producers are listed in Table 1.
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Table l
The Top Producers of Black Ph.Os.
1984 Graduate Study to Political Science
Top Ph.Os.

Howard University
Claremont
Illinois
Chicago
Atlanta
Michigan
University of California at Berkeley
Harvard
Ohio State
· Florida State
Indiana
Wisconsin
Yale
Columbia
New York
Northwestern
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20
19
18

17
16
14
14
14
10
10
10
10
8

8
8

Although Howard is at the top of the list, it is followed by predominantly
white universities. The list provides one insight (from the political science point of
view) regarding the need to examine programs in Black colleges in order to assess
the 'attractiveness' of the program in meeting the needs of potential graduate
students. For those students who are accepting the challenge and are pursuing the
doctorate, Black educators should review the academic fields that continue to show
declines in enrolllment.
In a survey of earned doctorates by the National Research Council, a profile
of 1982-83 recipients of doctorates reveals comparative statistics as indicated in
Table 2.
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Table 2
Comparison of Blacks and Whites
Enrolled in Academic Fields

Academic Fields

Black

White

Arts and Humanities

79

2,769

Business Administration

20

503

516

5,399

Engineering

29

1,127

Life Sciences

74

4,935

Physical Sciences

32

2,596

199

4,596

1,000

22,189

Education

Social Sciences
All Fields

The council, according to Jean Evangelouf (1984), in its annual survey of
doctorate recipients, found that the total number of new doctorates, 31,190 in
1982-83, has changed little since 1977. In a recent report, Elizabeth (1987) stated
that of the 24,561 U.S. citizens and non-U.S. citizens with permanent visas who
earned doctorates in 1985, 1,040 were Black and 21,174 were white.
The increasing recognition that members of "American ethnic minority
groups are not adequately represented on the faculties of predominantly white
institutions of higher education has resulted in various efforts to alter this
situation" (Andrulis, et al., 1985, p. 6).

According to the American Council of

Education's 1985 Report on Minorities in Higher Education, in 1981 Black faculty
comprised 4.2 percent of the total higher education faculty, down slightly from 4.3
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percent in 1979. Black administrators comprised 6.8 percent of all administrators,
down from 7 .4 percent in 1979.

These statistics mask a situation that is even

worse than the small numbers convey; most of the Black faculty and administrators
are employed in predominantly or tradtionally Black institutions.
The American Council on Education Report (1984) also reported that Black
faculty employed by predominantly white colleges and universities constituted only
about 2.2 percent of the total faculty. Niara Sudarkasa (1974), however, noted that
Black administrators comprised only 2.5 percent of the staff in those institutions.
Excerpts from the Education Department Reports on eight states' desegregation efforts indicate that the recruitment of Black faculty members indicated
marginal increases at Arkansas, Delaware, Florida, Georgia, North Carolina,
Oklahoma, South Carolina, and Virginia. In Arkansas's 1978 plan addendum, a goal
of 7 .5 percent Black employment in non-doctoral positions was established .••• The
number of Black full-time non-doctoral faculty members employed in all 18
traditionally white institutions increased from 52 (4.3 percent) in 1978-79 to 75
(5.9 percent) in 1985-86.
The University of Delaware committed to hire 15 new Black faculty members
during the period 1981-1985. By the fall of 1985, the university had hired 14 new
Black faculty.
In Florida, the state university system established a systemwide projection of
4 percent Black employment in professional positions requiring the doctorate .•••
The percentage of Black persons employed as instructional faculty increased from
2.2 percent in 1977- 78 to 2.5 percent in 1985-86. The community college system
came

within

one

percentage

point

of

meetings

its

projections

instructional faculty each year since 1981-82 (9.2 percent in 1985-86).

for

Black
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In Georgia, the proportion of Black faculty in positions requiring the doctoral
degree in the comprehensive universities increased from 1.13 percent in 1978- 79 to
1.91 percent in 1985-86.

The proportion of Black doctoral faculty in the senior

colleges increased from .55 percent to 3.38 percent during the same period.
Nineteen traditionally white institutions by the fall of 1985 did not achieve the
projected proportion of Black faculty with a doctoral degree.
In North Carolina, forty-eight (two-year) institutions (82.8 percent) had Black
positions in the 1985-86 academic year. Nineteen institutions (33 percent) met or
exceeded the 10.5 percent goal for 1985-86. Since the inception of the plan, Black
representation on faculties has remained stable at approximately 7 percent.
Oklahoma made progress in increasing the number of Black academic
employees in its system of higher education. During the life of the plan, from 1978
to 1985, there was a net increase of 11.6 full-time equivalent Black employees at
the doctoral level (from 29.4 to 41) and 43.4 full-time equivalent Black employees
at the non-doctoral level ( from 17 4.2 and 217 .6).

New hiring of Black academic

employees at the doctoral level met projections during two of the eight plan years.
In South Carolina, in the year 1981-82, the state projected that a total of BO,
or 2.10 percent Black faculty members would be employed in positions which
require the doctoral degree at four-year traditionally white institutions.
actual number was 39, or 1.52 percent.

The

The state projected that, by 1985-86, a

total of 131, or 3.38 percent, Black faculty members would be in positions which
require the doctoral degree.

In actuality, 45, or 1.37 percent of all faculty

members in positions necessitating the doctoral degree were Black persons. Over
the life of the plan, the Citadel and the University of South Carolina's Coastal
Carolina College employed no Black faculty members in this category ..•. By the
1985-86 academic year, two institutions, College of Charleston and medical
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University of South Carolina, had a higher proportion of Black members than
projected.
In Virginia, the Commonwealth sought to attain a proportion of faculty and
administrators at least equal to the percentage of Black persons receiving masters
and doctoral degrees, in appropriate fields, from Virginia's state-supported institutions. During 1984-85, the percentage of Black students earning doctoral degrees
in Virginia was 3.4 percent.
degrees was 7 .2 percent.

The percentage of Black students receiving masters
Black faculty constitute 2.1 percent of the faculty

holding doctoral degrees at traditionally white

institutions.

Black faculty

represent 5.1 percent of the faculty holding masters degrees at these institutions.
In the August 16, 1987 issue of the Houston Post, Guy Cantwell reported that
Texas's largest predominantly white universities are failing to recruit faculty and
even losing Black professors in some cases, despite a federal desegregation plan
designed to boost minority faculty.

The University of Houston has a goal of 35

Black faculty members for the 1987-88 school year ••• but the school will have
only 17 Black professors then, down from 32 in 1976. The University of Texas at
Austin has a goal of 64 Black faculty members by next fall. The university has 27
Black professors, down from 32 four years before. Texas A & M University has 28
Black faculty members. Its goals is 37 for next fall. A & M had 18 Black faculty in
1984.

In addition, state records show Blacks make up only a fraction - about 1

percent - of all tenured faculty at Texas's public universities. Of 3,507 faculty at
predominantly white public colleges in the state who held full professorships, the
highest faculty rank, 19 were Black and 51 were Hispanic. Of 7,257 professors with
tenure at Texas's traditionally white universities, about 1 percent - or 75 - were
tenured Black professors. About 3 percent - or 205 - were Hispanics. Blacks and
Hispanics accounted for about 5 percent - or 600 - of the 12,186 faculty members
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at the traditionally white colleges and universities (Chronicle of Higher Education,
4-1987).
Without more detailed knowledge of the availability of Black faculty members, it is difficult to come to some firm conclusions regarding the rate of hiring of
Blacks by predomfnantly white universities Andrulis (1975).

Mark Reisler (1988),

nevertheless, asserts that genuine integration - the full participation of Blacks on
an equal basis with whites at all levels of all university endeavors - will require a
major, sustained commitment on the part of the entire academic community.

Perceptions
Stacy E. Palmer (1983) reported that several Black faculty members and
administrators were interviewed by the Chronicle of Higher Education and the
findings showed that Blacks who work on "white" campuses these days face such a
wide range of personal and professional problems that they are of ten under severe
stress - much more than their white colleagues may realize.

Usually, say the

Blacks, the problems stem not from outright discrimination or hostility against
them, but from more subtle factors.
There is, according to Palmer, the loneliness of being a minority-group
member - perhaps even guilt over being one of very few such people to have "made
it" in higher education. There is pressure to be almost superhuman - an outstanding
teacher and scholar, a counselor for all Black students on the campus, and a
dedicated leader in the Black community. And there are expectations that you are
a "minority encyclopedia," capable of explaining the "Black perspective" on any
given campus issue on development.
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"You have to be over-qualified," says John B. Turner, assistant provost and
associate dean of the graduate school at Massachusetts Institute of Technology.
"When you make mistakes, they're exaggerated. You're always being judged.

It's

like being in a fishbowl all the time" (Palmer, 1983, p. 19).
People in higher education seem "less receptive" to minorities than they were
in the 1970s, says Robert Staples, associate professor of sociology at the University
of California at San Francisco. Now, he says, for Blacks to work at predominantly
white institutions means giving up your racial identity to a certain extent. Now
you have to come in with an Anglo-Saxon perspective. That's the only way you're
going to make very much progress.
Palmer further states that because of the perceptions [ that whites have . of
Blacks] Blacks deciding whether to work at white colleges need to realize that
they are selecting not just a job but a way of life, according to Diane T. Slaughter,
associate professor of education at Northwestern University.

Palmer does

recognize that not all Blacks at predominantly white colleges see their circumstances in the same light, of course, and some Black faculty members and
administrators seem to have handled racial challenges more successfully than
others. When asked why, they often point to efforts they have made to insure that
their campus images are not circumscribed by race.
Charles J. Elmore and Robert T. Blackburn (1983) stated that those for
Blacks who are on the faculties of white colleges and universities, the rhetoric is
strong but the evidence is scarce. That Blacks are used as showcases in ceremonial
functions, have to serve on innumerable committees to guarantee a Black presence,
and give a disproportionately high amount of their time to lhe counseling of Black
students is countered by innuendos that Blacks receive favored treatment with, for
example, lighter teaching loads.
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Scholarly productivity is · certainly affected by academic preparation and
allocation of work.

The quality of the work environment does have substantial

predicted consequences. Black personnel often find the environment too stressful
to perform in a scholarly manner. Sometimes the juggling act is simply too much,
according to Liz McMillen (1987). Too many tasks, too little time and job-related
tension and anxiety take a toll on those in academe.
Blacks experience compound the pressures of survival.

The added pressures that
Rasch, Hutchinson and

Tollefson (1986) studied the sources of stress among administrators at research
institutions.

Although the research was not specifically targeted for a Black

population, the overall assessment of stress for administrators in general certainly
has implications for additional stress factors which affect Black personnel. Rasch,
et al. (1986) identified such factors as improper lighting, high noise levels,
uncomfortable temperatures, poor ventilation, and offices that are too small, too
crowded, or too open as examples of stressors in the work setting. Rasch, et al.
contend that university administrators have always faced such stressful situations
as budget management, personnel recruitment and termination, and mediation of
conflict.

In recent years, however, these stressful situations have multiplied.

Quoting Breslow and Buel (1960), French and Caplan (1973), Ivancevich and
Matteson (1980), Matteson (1980), and Marshall and Cooper (1979), Rasch, et al.
conclude that long hours, frequent interruptions, and numerous meetings can lead
to job tension and dissatisfaction, lower self-esteem, embarrassment, feeling
threatened, increased heart rate, high cholesterol, skin disorders, and smoking.
Such factors as role ambiguity, role conflict and interpersonal factors contribute to
the stress levels that are often experienced.

The interpersonal relationships

involve work relationship with superiors, with subordinates and with colleagues.
Even the structure and climate of an organization may make work satisfactory and
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the extent to which they are involved in institutional planning and goal setting, and
that they experience a degree of insecurity in their positions.

The report also

indicated that they are dissatisfied with the degree of esteem they receive within
their institutions.

Often, they were more highly regarded outside the academic

environment than inside. All administrators were concerned about the amount of
pressure under which they work and were interested in having this amount reduced.
Paul-Emile (1981) concedes that this study examines merely one aspect of a
subject which needs further exploration.

Although Blacks have made inroads in

obtaining positions in institutions of higher education, there are obstacles and
impediments, often psychological in nature, which prevent the achievement of
satisfaction in their new roles.

These obstacles are serious enough to merit

attention and are clearly enough understood, given past discriminatory social
patterns, to warrant taking steps in academe which will improve the climate for
Blacks.

With proper support and a sense of security, these new members may

fulfill their potential.
At the request of the University of North Carolina at Chapel Hill in 1975- 76,
William Anderson, Jr., Henry Frierson and Toye Lewis (1979) also undertook the
task of studying the Black survival in white academe. They quickly acknowledged
that survival in a hostile environment has confronted Black people throughout their
history in North America.

The struggle of Black academicians in desegregated

institutions .of higher learning is just a variation on the old theme of making it in
the white world.

However, Anderson, et al. contend that when Blacks are first

confronted with this variation, they may fail to identify it as such and consequently, feel at a loss to deal with it.
At the time of the Anderson et al. (1979) study, the Black faculty constituted
only one percent of the overall faculty and administrative staff for a student body
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supportive or stressful. Having little participation in the decision-making process,
having no sense of belonging, being subjected to inappropriate office politics, and
operating with ineffective communication processes can cause stress, according to
Rasch, et al. (1986).
Watkins (1986) stated that alleviating stressors will help to retain outstanding
professors and higher-education institutions must improve salaries and working
conditions.

Any profession afflicted with declining income and a degenerating

work environment and an outlook for more of the same will have difficulty keeping
talented people.

Administrators can help to improve the morale of professors,

which has dropped as general academic conditions have declined, in part by simply
being more sensitive to faculty concerns (Beverly T. Walkins, 1986).

Employers,

colleges and universities too often behave toward their professional staff in an
inconsiderate manner. Widespread distress is perceived among faculty members •••
on many campuses. Some of the anxiety can be alleviated by intensified efforts to
be supportive of faculty.
There are pressures at all levels of the academic environment.

William

B. Harvey (1987) stated that "the very fact that I hold a position on the faculty of a
university that previously might very well have banned me from admission as an
undergraduate on the basis of my race is a definite sign of social progress.

Yes,

there are frustrations and aggravations that go with being a Black faculty member
or administrator at any white college or university" (p. 46).
Contributing to the knowledge of what those frustrations and aggravations
are, Serge Paul-Emile (1981) studies Black administrators' perception of job
satisfaction.

The study was made in New York and two hundred and twenty-five

questionnaires were returned comprising the sample for the study.

Paul-Emile

reported that the findings indicate that Black administrators are dissatisfied with
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of 20,293 of which 1,281 were Black.

The study was concerned with the

backgrounds and demographic characteristics of the respondents. However, more
specifically, the research was concerned with the nature of the positions held by
the respondents and their occupational responsibilities, respondents' perceptions of
racial attitudes toward themselves as Blacks on campus and respondents' perceptions of the degree to which Black faculty and staff serve as a resource to each
other and to Black students. The results yielded the following information:

Related Information
Number of Black faculty and Adminstrators
who received questionnaires
Responses Received
Age:
Under 30
31 - 40
Between 41 and 50
51 and above
Married
Administrative related positions
Lecturers
Research Assistants
Assistant Professors
Associate Professors
Full Professor
Has spent over half of employment in
predominantly white institutions
Has spent most of employment in
predominantly Black institutions
Employed less than two years
Employed more than five years
Learned of position from another Black
or organization
Credit affirmative action as a main source
or this employment
Affirmative actiion as a key factor for
employment

Respondents
by
Percentages
66%
42 (63%)
38
73
18
7
49

46
9
7

29

9 .5
0
59

26
57
3

36
38

60
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Related Information
Perceptions of white employees respect for
your position

Respondents
by
Percentages
64
19
7
10

Fairness
Length of time expected to stay at this
institution
- Will remain between 2-4 years
- Plan to stay longer than 7 years
Do not feel close to white colleagues
Who is closest to departmental associates
Experienced perceptions of a general
racist attitude
Department characterized by non-racist
attitude
Experienced prejudice through overt
statement
Experienced bigotry through attitudes
Experienced prejudice through a
combination of ways
Interaction with Black colleagues on
campus
Basic support received from Black
colleagues
Whites expectation of Black students
the same as for white students
Whites have difficulty communicating
with Black students
s

View scarcity of Black faculty as
a problem
Poor communications between persons of
the two races
Powerlessness among Blacks

69
41
31

Highly respected
Moderately respected
Feel the expertise is held
in low esteem
Did not respond
Expressed optimism
Did not know

10

52
31

Stated white colleagues

66
12

Agreed

1
47.6
12
56

Little or no

29

No

41
31
28

Don't know
Don't know
Yes

45
15

Yes
No

14

Yes

14
7

Yes
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One of the basic assumptions derived from this research indicated almost half
(47%) report feelings of isolation or alienation.

"Sometimes Blacks are not

considered part of the team and yet, despite these restraints, Blacks

are

remarkably resilient, holding their capabilities in high esteem and regarding
themselves as a particularly valuable resource to Black colleagues and Black
students who they feel are not held in the highest esteem by white colleagues"
(Anderson, et al., 1979, 95).
Moore and Wagstaff's comprehensive study of Black administrators in white
colleges reveals dramatic statistics. They surveyed 1,077 predominantly white two
year colleges; 81 % of the colleges responded.
surveyed, responses were received from 74%.

Of the 1,212 four-year colleges
Among the revealing information

contained in the extensive study, Moore and Wagstaff contend that the statistics
are not as dramatic as the quality and character of conditions for Black faculty
members and administrators in higher education.

The research clearly indicated

that Blacks' perceptions of the environment encompasses a wide range of problems
as well as an indeterminant amount of concerns.

Moore & Wagstaff's study is

perhaps the most comprehensive and widely respected literature on the subject of
Blacks in predominantly white institutions.

However, numerous articles continue

to support the data revealed in their study.
Dr. Alvin Poussaint (1975), noted Harvard psychologist, stated that it is clear
from a brief survey that the disenchantment and complaints of many Black college
officials are profoundly revealing of the unique complexity of American race
relations.

Poussaint shared in his writings that one Black man described his

position as vice-provost for community relations as a "s_t detail" that encompassed "dirty work" evaded by the rest of the administration. Another said he was
tired of being a race relations expert in an unfriendly atmosphere.
lJNIVERSflY LIBRARY

TEXAs SOUTHERN lJNIVERSm

Still another
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remarked that he had i:-iot gotten a Ph.D. in biology in order to be a full-time
recruiter for minority group students. One Black assistant dean who resigned said
he was tired of being the "white man's nigger." Poussaint further states that others
spoke of the great sense of isolation which came from fighting all their battles
alone.

More than a few described their jobs as window-dressing for universities

that need a Black face in order to appear in tune with the times. Charles Evans
(1971) looks at the entry of Blacks into predominantly white institutions and
observes that: "In the first place, he is generally new on the job, having been
brought in in response to student pressure.

Second, he is generally assigned to

some phase of special programs since these are the areas to which Black students
usually point to as critical.

Third, since these are special programs, they are

usually understaffed and underfunded.

As a result of these factors, the Black

administrator and his skeleton staff are often too harried by day-to-day details to
hammer out the kind of program and engage in the kinds of activities that will
basically alter institutional life" (p. 98).
The life of the Black Administrator in an institutional setting is a peculiar
one, according to Calvert H. Smith (1981).

Not only are administrators usually

hired for the wrong reasons but they are also given powerless positions in the
institutions, making it extremely dificult ••• to influence decision making activities.
Most of the courses of action which the administrators may take to remedy
situations are rather limited and have the potential for creating circumstances
which give the impression that the administrator is incapable of performing the
task effectively.
William B. Harvey (1987) believes that every day brings new challenges to
Black faculty and administrators on the campuses of white colleges and universities, and frequently, new incidents of subtly, sophisticated racism. The situations
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that the administrator is faced with have been replicated, in some shape and form,
by other Blacks in predominantly white institutions all over the country.

Still,

Harvey admits that he expects to remain in a predominantly white university, as
[Harvey reflected on most of his career] Black colleagues working in such settings
do. There has been too much struggle and too much bloodshed in gaining access to
these institutions for us to simply avoid them because the working environment is
less supportive than it should be. In that same spirit, Harvey believes that we have
an obligation and responsibility to the Black students at our instituions to help
them get through, and to show our white students that scholarly achievement
knows no color.

But, in addition, we have hope that our white colleagues will

eventually put aside their stereotypes, prejudice, and misconceptions, and that
together we can make our institutions and our society better places for all of us.

Summary
Although there is special interest today regarding the professional Black
personnel's perception of the academic environment, the review of related literature indicates that there was considerable interest as early as 1900.

Few gains

were made at that time, with more substantial gains realized in the early 1960s.
The review of related literature indicates that Blacks' perception includes
special concerns such as "isolation" and "tokenism." Total involvement in predominantly white institutions is, at best, a "window dressing" process as of today.
Oftentimes Blacks are hired as a means of indicating that the college is trying to
comply with affirmative action or some other federal or state guidelines. Blacks
are placed in positions that specifically address Black concerns and because of the
positioning of the assignment, certain stigmas abound. For example: Director of
Minority Affairs, Director of Black Studies, Black Student Services and the like.
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The involvement in the predominantly white university as a viable, contributing,
intellectual professional is still a matter of concern for the professional Blacks in
predominantly white . institutions.

Blacks can contribute more than serve as

"window dressers" regarding issues of minority affairs. Admittedly, some do serve
in other capacities, but those areas are too few and the capacity to make effective
decisions are too limited or at best pseudo in nature. The supporting data in the
review of related literature strongly indicate the need for thorough investigation in
the study of the academic environment as perceived by professional Black
personnel in predominantly white institutions.

Chapter 3
DESIGN OF THE STUDY

Type of Design
The purpose of this study is to examine the academic environment as
perceived by professional Black personnel in predominantly white institutions.
Considerable care was given to the methods used in gaining the data required to
make this study possible. A descriptive design was used to analyze the data with a
chi-square test determined as the means used to test the significance of th~
hypotheses used in this study.

Sampling Procedures
Because this study is specifically concerned about professional Black personnel's perception of the academic environment in predominantly white institutions,
the population was limited to only Black male and female respondents.

The

population included 150 members of the Black Caucus membership of the American
Association for Higher Education and 50 members of the National Advisory
Committee to the Massachusettes Institute of Technology (MIT) Association of
Black Administrators. The combined total of 200 members were identified as being
employed in professional positions in predominantly white institutions.
The

population

was encouraged

to

respond

anonymously

reference to the specific names of their colleges and universities.
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and

without
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Sampling procedures, as suggested by George A. Ferguson (1981) and Fred N.
Kerlinger (1973) were used to support the consistency in the methodology of the
study. For the purpose of this study, a simple random sampling method was used to
gather the representative sample.

Instrumentation
Moore and Wagstaff (1974), of Ohio State University designed the original
instrument that was used to conduct the study of the perceptions that Black
professionals have of their environment in predominantly white institutions.
Earlene Taylor Laverett (1979) modified the instrument and used it in her study of ·
perceptions by Black and White personnel in black and white institutions.
original 100 item instrument was grouped into five categories:

The

(19) personal

characteristics, (2) professional characteristics, (3) institutional characteristics,
(4) personal attitudes and opinion, and (5) characteristics of administrative positions (Earlene Taylor Laverette, 1979).
Laverette obtained permission from the original owners (Moore & Wagstaff),
to modify the instrument and incorporate suggestions that would further enhance
responses regarding perceptions. After modifying the instrument, Laverette tested
the instrument for reliability and validity with professional Black and White
personnel at Prairie View University.

The instrument was determined to be

reliable and to be valid. In the review of the literature, it was further determined
that others have used the instrument for data gathering purposes and noted the
reliability and validity of the instrument.

Therefore, it was concluded that

substantial documentation exists to support the use of this instrument as sufficient
to obtain the data needed to thoroughly examine this study.
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Collection Procedures
Fred N. Kerlinger (1973) suggests several means of obtaining data.

The

advantages and disadvantages are noted, with the risk of mail surveys clearly
defined. Nevertheless, the mail survey was determined to be the best approach to
use to obtain data from the broad variety of the population selected.

To ensure

greater response, James C. Renick, Chair of the Black Caucus of the American
Association for Higher Education (AAHE) and Assistant Dean, Graduate School
University of South Florida and Melvin C. Terrell, Treasurer and Membership Chair
and Director of Minority

Affairs/ Adjunct Assistant Professor of

Education

Leadership provided membership rosters and a cover letter.
A stamped, self addressed envelope, along with a cover letter from James. C.
Renick, was mailed to the identified population with specific instructions regarding
confidentiality, the purpose of the study and the importance of participation.

In

this study, the mail survey proved to be an asset in obtaining the required data
because over 50% responded to the questionnaire.

Statistical Analysis
In analyzing the data, an assessment was made of the male and female
respondents to questions asked, as well as over all assessment of respondents'
observations of identified areas in the academic environment. A non-parametric
technique using contingency coefficient for assessing relationships and Chi-Square
test for assessing statistical significance was used. Earl R. Babbie (1973) supports
the fact that the Chi-Square is a frequently used test of significance in survey
research and is based on the null hypothesis: the assumption that there is no
I

relationship between the two variables in the total population.
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This study identified male and female respondents and proceeded to analyze
the data based on the respondents' answers to the questionnaires. The degrees of
freedom to be used is df = 1 and after the degrees of freedom was determined, the
significance level at which the hypotheses were tested was .05 level.

Table 3
Statistical Formula

(0 - E)2
E

Figure 1
Chi-Square Formula

df = (r - 1)

(c - 1)

Figure 2
Formula for Degrees of Freedom
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Summary
The Black Caucus of the American Society of Higher Education and the
National Advisory Committee to the Massachusetts Institute of Technology were
used as the population for this study.

The instrument used in the study was

designed by Moore and Wagstaff of Ohio State University.

For the purpose of

studying the perceptions of personnel in Higher education, Earlene Laverrette
(1979) revised the original instrument. Data were collected using mail surveys, and
responses exceeded 50%. Chi-Square was used as the statistical test for analyzing
the data.

Chapter 4
ANALYSIS OF DATA

The purpose of this study is to analyze the academic environment as
perceived by professional Black personnel in predominantly white institutions. The
Chi-Square test was used to statistically analyze the collected data.
Among the members in the Black caucuses of AAHE and MIT, 200 were
identified as being employed in predominantly white institutions. Of the 200 used
in the survey, 149 responded, and 135 of the responses were useful.

Demographic
In the survey sample responses, there were 67 (49.6%) males and 66 (48.9%)
females; 2 (1.5%) did not indicate their sex. The largest number of respondents, 72
(53.3%), held a Ph.D. or Ed.D.
45,000.

Thirty-eight (28.l %) indicated salaries of 35,000 to

More than 60% indicated that they did not have tenure and 51.1 %

indicated that they are not in tenure accruing positions now. Professor status was
indicated by 30 of the 123 who responded to this question.

A high percentage of

respondents indicated that they are working in colleges or universities with a
population of over 20,000. The Chronicle of Higher Education and personal friends
provided the most means for the respondents in obtaining their positions with
28.1 % indicating that they received their positions from the Chronicle of Higher
Education and 48.9% indicated that they received their position through acquaintances with personal friends.
48
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Table 4 illustrates the composite assessment of the demographic information
received in the sample.
Table 4
Demographic Variables of the Sample

Descriptions

N

Sex
Male
Female
Did not indicate
Total

67
66
2
135

49.6
48.9
1.5
100.0

Age
Less than 30
31 - 40 years
41 - 50
Over 50
Total

10
44
46
35
135 ~-

7.4
32.6
34.1
25.9
100.0

Degree
BA or BS
Master
Ph.D. or Ed.D.
MD - DDS- JD
Others
No Response
Total

11
36
72
12
3
1
135

8.1
26.7
53.3
8.9
2.2
0.7
100.0

Employment Status
Full-time Faculty
Full-time (but part-time Administration)
Part-time
Others
No Response
Total

28
33
3
70
1
135

20.7
24.4
2.2
51. 9
0.7
100.0

(table continues)
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Descriptions .
Career Patterns
Pre-Black Institution
Pre-White Institution
Both
Others
Total

N

%

7
89
35
4
135

5.2
65.9
25.9
3.0
100.0

40
65
15
6

Number of Years Employed
0 - 10 Years
11 - 20 Years
21 - 30 Years
31 - 40 Years
No Response
Total

135

29.6
48.1
11.1
4.4
6.7
100.0

Salary
Below - $25,000
25,001 - 35,000
35,001 - 45,000
45,001 - 55,000
Over 55,000
Total

10
32
38
21
34
135

7.4
23.7
28.1
15.6
25.2
100.0

Tenure
Yes
No
No Response
Total

45
86
4
135

33.3
63.7
3.0
100.0

Working in Tenure Position Now
Yes
No
No Response
Total

15
69
51
135

11.1
51.1
37.8
100.0

9

(table continues)
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%

Descriptions

N

Academic Rank
Professor
Associate Professor
Assistant Professor
Instructor
Other
No Response

30
27
9
15
42
12

22.2
20.0
6.7
11.1
31.1
8.9

Years of Academic Rank
0 - 5 Years
6 - 11 Years
12 or more
No Response
Total

54
35
19
27
135

40.0
25.9
14.l
20.0
100.0

Job Source for Employment
Counselor
Chronicle of Higher Education
Employed Per Friend
Relative
Recruiter
Professional Referral
Personnel Office
Internal Promotion
Others
No Response
Total

5
38
66
3
7
2
5
4
3
1
135

3.7
28.1
48.9
2.2
5.2
2.2
3.7
3.0
2.2
0.7
100.0

Enrollment of Your Institution
Less than 5,000
5,001 to 10,000
10,001 to 15,000
15,001 to 20,000
Other
No Response
Total

20
24
20
30
36
5
135

14.8
17.8
14.8
22.2
26.7
3.7
100.0
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Ethnic Predominance of Previous Institutions
In the study, an investigation of the ethnic predominance of the previous
institutions of the population was made. The results indicated that 32 (23. 7) were
previously employed in predominantly Black institutions. A total of 94 (69. 7) were
previously employed in predominantly white institutions, and 9 (6. 7) did not respond
to this question.

Difficulty in Obtaining Position
A total of 103 (76.3) reported little or no difficulty in obtaining their
positions. Twenty-nine (21.5) reported some difficulty. Two (1.5) reported a great
deal of difficulty and 1 (0. 7) did not respond.

Academic Responsibility
Only 21 (15.6) of the population sample was involved in teaching and
administrative work. Twenty-seven (20.0) taught only graduate students. Twentyfour (17 .8) taught undergraduate students. Fifty-five (40. 7) did not hold a teaching
assignment and 8 (5.9) did not respond.

Duties
Seventeen committee assignments (12.6) and 21 preparing reports for administration (15.6) led the list of duties that respondents would stop doing in their jobs
if they could. Sixty-six (48.9) did not respond.

Promotion
Regarding promotional opportunities, 51 (37 .8) indicate that their chances are
less than their colleagues, 50 (37 .0) indicated equal to their colleagues, 8 (5. 9)
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indicated greater than their colleagues, 17 (12.6) indicated full professor status.
Nine (6. 7) did not respond.

Decision Making Power
Regarding the decision making power or influence . appropriate for the
position held, 92 (68.1) answered 'yes' and 34 (25.2) answered 'no', 8 (5.9) was not
certain and 1 (.07) did not respond.

On a broader scale, in reference to the

involvement in institutional governance of any kind and the "sphere of influence,"
(64 (47 .4) indicated that the influence of their committee assignment was instutional wide, 15 (11.1) indicated that the influence was division wide, 20 (14.8),
department wide, 24 (17 .8) were not involved in institutional governance, 8 (5.9)
felt that their influence was insignificant or powerless and 4 (3.0) did not respond.

Student Services
A large number of respondents were directly involved in racial/minority
oriented programs, 38 (28.1) were indirectly involved, 12 (8. 9) volunteered their
services and are waiting to be called, 10 (7 .4) are not involved at all. Three (2.2)
did not respond.

Black Studies
In reference to the teaching of courses in Black History, Black politics, etc.,
69 (51.1) indicated that the best qualified should teach these courses, 54 (40.0)
indicated that if a Black instructor and a white instructor are equally qualified, the
Black should be given preference, 7 (5.2) indicated only Black, 1 (0. 7) indicated that
the subject should not be taught. Four (3.0) did not respond.
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Black Student Problems
Only 8 (5.9) of the respondents are not involved in the resolution of minority
problems. Sixty-eight (50.4) are often involved, 17 (12.6) are always involved, 38
(28.l) are seldom involved, 4 (3.0) did not respond.

Some students, 46 (34.1) other than Blacks expect special consideration from
the professional Black personnel.

Eighteen (35.6) responded that a few expect

special consideration, 7 (5.2) reported that most expect special consideration, 24
(17 .8) stated none, and 10 (7 .4) did not respond.
The research indicated that 60 (44.4) respondents feel that colleagues of a
different race compete in gaining the favor of Black students. Twenty-five (18.5)
indicated that several do, 6 (4.4) indicated that most do, 33 (24.4) indicated none do
and 11 (8.1) did not respond.

Social Aspects of the Academic Environment
Overwhelmingly, 63, (46. 7) respondents felt that they would go to Black
colleagues if they had a problem, only 6 (4.4) would go to a white colleague, 46
(34.1) would go to anyone and 7 (5.2) did not respond to this question. In terms of

the group that is more responsive to Blacks as professionals, again, 59 (43.7) stated
Black colleagues, 31 (23.0) indicated white colleagues, 27 (20.0) listed Black
students, 6 (4.4) listed white students and 12 (8.9) did not respond.
The Black Professional personnel 69 (51.l) indicated that they seldom engage
in social activities, 57 (42.2) often engage in social activities and 6 (4.4) indicated
that they never engage in social activities with white colleague. · The reason given
for those who do not socialize with white colleagues include the following:

Those

who do not care to socialize on a social basis, 28 (20. 7), have not been invited, 3
(2.2), other general reason, 13 (9.6), and 91 or 67 .4 did not respond to this question.
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An analysis was made of those areas of the academic environment that may
be perceived as problems for the population sample.

The Likert Scale, with the

following descriptions: (1) Very Serious, (2) Rather Serious, (3) Moderately Serious,
(4) No Problem was used.
reported in Tables 5 and 6.

The number of responses and the percentages are

Table 5
Problem Areas in the Academic Environment

1
Very
Serious

2

3

Rather
Serious

Moderately
Serious

4
No
Problem

No
Answer

Lack of university support for your department to
develop and implement quality programs for
minority students.

36
26.7

30
22.2

35
25.9

28
20.7

6 ..
4.4

The tendency of Black and white students to
polarize in class.

36
26.7

26
19.3

47
34.8

20
14.8

6
4.4

The lack of commitment and concern in your
department to develop and implement quality
programs for minority students.

17
12.6

39
28.9

49
36.3

23
17.0

7
5.2

The heavy teaching and advising load in your
department.

10

7.4

25
18.5

35
25.9

39
28.9

26
19.3

Pressure to publish.

23
17.0

20
14.8

31
23.0

41
30.4

20
14.8

9
6.7

38
28.1

37
27.4

42
31.1

9
6.7

The poor intellectual ability of minority students.

(table continues)
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Table 6
Problems with Colleagues

1
Very
Serious

2

3

4

Rather
Serious

Moderately
Serious

No
Problem

No
Answer

Not as much contact as you would like with your
white colleagues

4
3.0

7
5.2

25
18.5

97
71. 9

2
1.5

Not as much contact as you would like with your
Black colleagues

13
9.6

22
16.3

40
29.6

57
42.2

3

Your white colleagues do not take your
scholarship seriously

5
3.7

24
17.8

40
29.6

57
42.2

9
6.7

Your Black colleagues do not take your
scholarship seriously

2
1.5

9
6.7

25
18.5

91
67.4

8
5.9

Bigotry from your white colleagues

19
14.1

44
32.6

47
34.8

21
15.6

4
3.0

Bigotry from your Black colleagues

4
3.0

13
9.6

30
22.2

84

62.2

4
3.0

2.2

V,
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Rank: Critical Needs, Discrimination and Primary Concerns
Blacks working in predominantly white institutions have a good opportunity to
assess some of the critical needs in the academic environment.

A list of seven

needs were identified and the respondents were asked to rank the needs based on
their perceptions of the critical importance. The number 1 rank is consistent with
James Allen Moss's · (1969) findings that the fourth movement of Blacks in
predominantly white institutions should consist of fuller integration into permanent
positions in non-segregated institutions. Admitting that this process appears to be
happening at this time, the process also appears to be accompanied by almost total
exclusion from any significant administrative assignments.

The responses are

listed in Table 7 with the first item noted as the most critical need.

Table 7
Perception of Critical Needs
in the Institution

Critical Needs

Rank

Greater integration of the contribution of minorities within the
on-going development of the curriculum

l

More minority professors

2

More commitment to social problems (race relations, urban
blight, social class)

3

More counseling service to minority students

4

More teaching and program reform

5

More counseling services for all students

6

Expanded ethnic studies programs

7
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Respondents in the survey addressed the issue of how problems of discrimination should be handled in the institution.

Although affirmative action has been

around for some time, Blacks are still faced with discrimination in the academic
environment. Richard A. Lester (1974) researched the federal governments current
programs to eliminate biases in university employment. Noting the Revised Order ~
No. 4 of the Federal Government's contractors agreement, Lester specifically
notes that the order indicates the following:
An acceptable affirmative action program must include an
analysis of areas within which the contractor is deficient in
the utilization of minority groups and women, and further,
goals and timetables to which the contractor's good faith
efforts must be directed to correct the deficiencies and thus
to increase materially the utilization of minorities and
women, at all levels and in all segments of his work force
where deficiences exist (p. 76).

Other documents regarding affirmative action are just as explicit, but the
problems of discrimination facing minorities and women are still a major concern.
The data indicates that education is the number one means · of addressing these
concerns, the laws and the courts, as the last preference among the population
sample.
The respondents were directed to rank-order the appropriate means of
addressing the issue with Number l as the most preferable means.
indicates the responses received.

Table 8
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Table 8
Addressing Problems of Discrimination
in Higher Education

Rank

Solutions
Education

l

Non-violent confrontations

2

The conscious of the academic community should be addressed

3

A variety of other means other than stipulated in the suggestions

4

By any means necessary

5

Leave it to the laws and the courts

6

How Blacks perceived their Black colleagues' main concerns in the academic
environment was assessed in the survey sample. William T. Bielby (1987) referred
to equal minority opportunities as an area that is impeded by modern prejudices
and "structural" or "institutional" barriers.

Although employed in predominantly

white institutions, the concerns for tenure and promotion as well as institutional
racism is a main concern among professional Black personnel.

The respondents

were asked to rank the most important concerns as they perceived them.

The

results are listed in Table 9 with Number 1 as the most important perceived
concern.
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Table 9
Perception of Primary Concerns
of Fellow Colleagues

Primary Concerns

Rank

Tenure and Promotion

1

Institutional Racism

2

Being treated fairly

3

The condition of minority students

4

An equal opportunity to be involved in the affairs of the
institution

5

Concern for student learning and curriculum

6

Control exercised by the administration

7

Departmental Perogatives

8

Academic freedom is under attack

9

Teaching load is too heavy

10

What persons seem to be getting ahead

11

Change in the institution is taking place too rapidly

12
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The Null Hypotheses
There is no significant relationship between males perception and

H01_:

females' perception regarding their involvement in the planning and
development of the curriculum in their department.

Table 10
Perception of lnvol vement
in Planning and Development

Yes

No

Male

41
75 .9

13
24 .1

54
50 .5

Female

32
60 .4

21
39 .6

53
49 .5

Total

73
68 .2

34
31 .8

x2 = 2.30

df = 1

Alpha level = .05

Total

107
100

.o

Critical Value = 0.12

Conclusion: Non-significant - Fails to reject the null hypothesis.

64
HOz:

There is no significant relationship between males and females'
perceptions of attempts to minimize contact with whites of the
opposite on the job.

Table 11
Perception of Minimizing Contact on the Job

Male

Yes

No

Total

5

61
92 .4

66

59
89 .4

66

10 .6
12
9 .1

120
90 .9

132
100

7 .5
Female

7

Total

x2 = o.o9

df = 1

Alpha level = .05

50

.o

50 .0

Critical Value =

Conclusion: Non-significant - Fails to reject the null hypothesis.

.o
□. 76

65
I-I03

There is no significant relationship between male and female perceptions regarding the fairness in the dissemination of important information, issues and development within their department.
Table 12
Perception of Fairness in the Department

No

Total

25
37 .9

66

62 .1
Female

40
62 .5

24
37 .5

64
49 .2

Total

81
62 .3

49

130

37 .7

100

Yes

41

Male

x2 = 0.01

df = 1

Alpha level = .05

50 .8

.o

Critical Value = 0.89

Conclusion: Non-significant - Fails to reject the null hypothesis.

66
H04:

There is no significant relationship between male and female perceptions that their race was a major factor in the hiring process.

Table 13
Perception of Race as Factor
in the Hiring Process

Yes

No

Total

34
51 .5

32
48 .5

66

Female

27
42 .9

36
57 .1

63
48 .8

Total

61
47 .3

52 .7

Male

x2 = o.65

df = 1

Alpha level = .05

68

51 .2

129
100

.o

Critical Value = 0.41

Conclusion: Non-significant - Fails to reject the null hypothesis.

67
H05

There is no significant relationship in the male and female perceptions that the institution use race as a factor in meeting stipulated
numerical goals or quotas.

Table 14
Perception of Race as a Factor
in Meeting the Numerical
Goals and Quotas

Yes
Male

No

Total

23
35 .4

65

64 .6
34
52 .3

31

65

47 .7

50

.o

54
41 .5

130
100

.o

42

Female

Total

76

58 .5

x2 = 1.55

df = 1

Alpha level = .05

50

.o

Critical Value = 0.21

Conclusion: Non-significant - Fails to reject the null hypothesis.
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H06:

There is no significant relationship between the male and females'
perceptions regarding the hiring and promotion of incompetent whites
over deserving Blacks.

Table 15
Perception of the Hiring and
Promotion of Incompetent Whites

Yes

No

Total

Male

51
78 .5

14
21 .5

65
50

Female

49
76 .6

15
23 .4

65
50 .0

Total

76
58 .5

54
41 .5

x2 = o.oo

df

=1

Alpha level

= .05

130
100

Critical Value

Conclusion: Non-significant - Fails to reject the null hypothesis.

.o

.o
= 0.96
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H07:

There is no significant relationship between male and female perceptions regarding the hiring and promotion of incompetent Blacks and
deserving whites.

Table 16
Perception of the Hiring
and Promotion of Incompetent Blacks

x2

Yes

No

Total

Male

51
78 .5

14
21 .5

65
50

.o

Female

49
76 .6

15
23 .4

65
50

.o

Total

76
58 .5

54
41 .5

130
100

.o

= 2.12

df = l

Alpha level = .05

Critical Value = 0.14

Conclusion: Non-significant - Fails to reject the null hypothesis.
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I-De:

There is no significant relationship between the male and female
perceptions regarding satisfaction with their present positions.

According to Madelaine E. Wright (1981) Black females are under-represented
in the fields of administration and management. This lack of representation is due
largely to the subjective nature of the selection procedures and the scarcity of
individuals in powerful positions to act as mentors for Black females. Thus, moving
from one position to another may present problems that are not experienced by
colleagues.

Table 17
Perception of Satisfaction
in Present Position

Yes

No

Male

49
74 .2
59 .o

17
25 .8
37 .a

66
51 .2

Female

34
54
41

29
46
63

63
48 .8

Total

83
64 .3

x2 = 4.92

df

=1

.a
.a

Alpha level

Total

.a
.a

46
35 .7

=.05

129
100

Critical Value

Conclusion: Significant - Rejects the null hypothesis.

.o

= 0.02
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H09:

There is no significant relationship between the way males and
females obtained their professional positions.

Table 18
How Black Males and Fem ales
Obtained their Positions

Recruited

Applied
for
Vacancy

Used a
General
Application

Other

Total

Male

28
41.8

25
37.3

7
10.4

7
10.4

67
50.8

Female

15
23.1

35
53.8

11

16.9

4
6.2

65
49.1

43
32.6

60
45.5

18
13.6

Total

x2 = 1.21

df = 1

Alpha level = .05

11

8.3
Critical Value = 0.06

Conclusion: Non-significant - Fails to reject the null hypothesis.

132
100.0

72

H010: There is no significant relationship between male and female
perceptions that Blacks are asked to assume the major responsibility
for the counseling of Black students more than other colleagues.

Table 19
Perceptions Regarding the Major
Responsibility for Counseling
of Students

No

Yes

Total

Male

48
75 .0

16
25

.o

64
50 .8

Female

51
82 .3

17 .7

62
49 .2

11

99

Total

27
21 .4

78 .6

x2 = 0.60

df

=l

Alpha level

=.05

126
100

Critical Value

Conclusion: Non-significant - Fails to reject the null hypothesis.

.o

= 0.43

73

t--011: There is no significant relationship between male

and

female

perceptions of efforts put forth in the academic environment to
minimize their contact with other Blacks.

Table 20
Perceptions of Minimization of
Contact with Other Blacks

Male

Yes

No

5

62
92 .5

67

56
87 .5

64
48 .9

7 .5

Female

8

12 .5
Total

118

13

9 .9

x2 = o.45

df

=l

Alpha level

Total

90 .1

= .05

51 .1

131
100

Critical Value

Conclusion: Non-significant - Fails to reject the null hypothesis.

.o

= 0.50
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H012: There is no significant relationship between males perceptions and

female perceptions of their tenure statuses.

Table 21
Perception of Tenure Statuses

Total

Yes

No

Male

29
45 .3

35
54 .7

64
49 .6

Female

16
24 .6

49
75 .4

65
50 .4

Total

45
34 .9

84
65 .1

x2 = 5.20

df

=1

Alpha level

=.05

129
100

Critical Value

Conclusion: Non-significant - Fails to reject the null hypothesis.

.o

= 0.02
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Summary
Surprisingly, an almost even number of Black males 64 (49.6) and Black
females 66 (48.9) responded to the questionnaire. Various demographic information
and perceptive information was analyzed in terms of the impact and implication
for Blacks working in predominantly white institutions. The data clearly indicates
that substantial concerns exist in critical areas of the academic environment in
predominantly white institutions.

Chapter 5

SUMMARY, COl'CLUSIONS AND RECOMMENJATIONS

The academic environment as perceived by professional Black personnel in
predominantly white institutions is the focus of this study. In Chapter 1 the main
focus of the study was initiated by reviewing the need for Blacks in predominantly
white institutions and the need to create a sensitivity to the problems faced by
Blacks in predominantly white institutions.

The study was also concerned with

identifying perceptions that Blacks have of the academic environment so that
appropriate recommendations can be made to enhance an awareness of those areas
that are of major concerns for professional Black personnel, as well as to provide
additional documentation regarding the successes and failures of Black workers in
predominantly white institutions.
Data was collected from 200 professional Black members of the Black Caucus
of the American Association for Higher Education and the the membership roster
of the National Advisory Committee to the Massachusetts Institute of Technology.
The membership received questionnaires through a mail survey process.

A cover

letter explaining the purpose of the study was included. The members were given
the option of returning the questionnaire anonymously and were provided with a
self-addressed envelope.
Chapter 2, review of the related literature, provided the background information for the study.

A review of the literature strongly suggests that a need

exists to investigate and present information regarding the perceptions that
76
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professional Blacks have of the academic environment.

Although the literature

suggests a strong implication of the various concerns of professional Black
personnel, specific problems were noted and substantiated in Chapter 4.
The research design as discussed in Chapter 3 further illustrates the procedures used to collect data and to proceed with a scientific statistical analysis to
assess the collected data. As indicated in Chapter 4, Chi-Square and an analysis of
averages and percentages were used as the basis for analyzing and reporting data.

Findings
The findings suggest that there should be considerable concerns about the
perception that Blacks have of the academic environment in predominantly white
institutions. Among the factors listed in the sample, the findings reveal that some
concerns were consistently more prevalent than others. The importance of those
findings are documented in the various literature related to professional Blacks in
predominantly white institutions.

These are the areas observed to be major

concerns requiring imminent attention and substantive improvement.
There is a sharp decline in the enrollment of Blacks in graduate school. The
findings indicate that the decline has been steady since the late 1970s when Blacks
earned record numbers of doctorate degrees.
Entrance into employment in predominantly white institutions is found to be
a problem among Blacks. The research showed that among the various ways that
Blacks received their positions, 48.9 listed friendship with other Blacks as the
number one way.
The findings also indicate that bonding and mentoring is shared more among
Black colleagues as opposed to Blacks sharing with white colleagues. This finding
also points to the concern for bigotry which is often stated as one of the major
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concerns of Blacks in predominantly white institutions. The perceptions of bigotry
were noted as rather serious to moderately serious as opposed to very serious. The
findings also indicate that race was considered as a major factor in the hiring
process.

It is also found that Blacks perceive themselves as being hired to meet

quotas established by the institution. Oftentimes Blacks may be viewed by some
whites as tokens or unqualified for the positions held.
Although one may suspect that Blacks may wish to have the courts more
involved in affirmative action enforcement, education was listed as the number one
means of enforcing affirmative action and the court system was listed last.

As

stated in th'=! literature, affirmative action has not reached the heights of
enforcement that assures fairness and equity for all. Affirmative action is a set of
laws, a document. It takes caring, concern, fairness and educators with a vision to
implement the laws and make the document a constructive use in the academic
environment.

Perhaps because of numerous disappointments, the respect for the

process of education or even a desperation for alternative means, Blacks listed
education as the number one means of addressing affirmative action concerns in
predominantly white institutions. Based on the number of Blacks in predominantly
white institutions, the evidence is very strong that white educators, on the whole,
are not willing to try to make affirmative action work for professional Black
personnel in predominantly white institutions.

Once employed, the evidence also

shows that Blacks are not as involved in the academic environment as their white
colleagues.
Among the Black male and Black female respondents, Black females were
more dissatisfied with their positions in the predominantly white institutions than
Black males. While the literature identifies many issues of Blacks in predominantly
white institutions, females and specifically Black females, received considerable

·
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attention regarding circumstances of employment and promotion.

Therefore, the

dissatisfaction among Black females can be attributed to major problems that may
be mere concerns for others.

The findings indicate that Blacks overwhemingly

express a need for more Black students and Black colleagues in their institutional
environment.

Greater intergration of the faculty may adequately address the

isolation factor that is so prevalent among the problems professional Black
personnel on predominantly white colleges and universities face.

Attention to

these concerns may provide support for greater intergration of the contribution of
minorities within the on-going structuring of the curriculum, institutional goals and
the like.

Overall, the research indicates that the academic environment in

predominantly white institutions presents challenges for Black personnel, the
challenges are enhanced by the political and social aspects of the environment that
determines, to a large extent, the success of professional Blacks employed in
higher education.

Conclusions
Black, Jr. (1987) stated that "Black Americans were at the cutting edge of
change in the 1960s, forcing the nation to confront and affirm its commitment to
its ideals of equality. Twenty-five years later, Black educators have the challenge
of finding the strategies that will move decision makers at the national and state
levels [ and in predominantly white institutions of higher education] to fulfill the
promise of the decade of progress rather than repeat the dissappointments of the
last decade" (Elias Blake, Jr., 1987, p. 10).
In an interview with Johnetta Cole, the first Black woman president of
Spellman University, Alison Bernstein (1987) referred to the fact that there is a
problem in recruiting a new generation of college teachers. Clearly understanding

80
the problem, Johnetta Cole responded that it is a crying shame that a profession
that used to attract the very brightest, most creative minds of women, and in
particular, Black women, no longer attracts [ them]

~

She continues to relate a

story that occurred during her many interviews at Spellman. "Spellman can boast
of having some of the most impressive, very centered, very articulate young
students, and one of the students asked: If you become our president will you be
concerned about what we see as the dwindling number of Black professors? What
are you going to do about that?" (p. 52). Before answering the question, Johnetta
Cole asked about the majors of the students and noted that none of the students
wanted a Ph.D. so they could teach in a university.

Therefore, Johnetta Cole

stated:
I think the response to your question is, "Who is going to do
it, if you don't?" (p. 52).
This response is the beginning solution to the conclusions of this study. The
first and foremost concern is that Blacks are not pursuing doctoral degrees in
record numbers as documented by the gains in the 1970s. If Blacks are to compete
for the jobs that are available now and the record number of jobs projected for the
future, they must obtain the highest degree in the field of education, the Ph.D. and
the Ed.D.
The attractiveness of higher education, and more specifically the profession
of teaching, does not appear to offer the promises today that were so appealing in
the 1970s.

It is concluded from the findings that Blacks experience difficulty in

obtaining prositions in predominantly white institutions.

Once employed, Blacks

perceive numerous problems in the academic environment in predominantly white
institutions.
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Therefore, it is concluded that the "attractiveness" must be recaptured. The
academic environment in predominantly white institutions must be perceived as a
higher educational resource that perpetrates total integration of · ideas, concepts,
values and of utmost importance, all professional personnel.

Therefore, it is

further concluded that the perceptions documented in this study that tend to
create adversities in the academic environment must be placed in the archives.
Perceptions in the environment that appear to be dissolving into nonsignificant problems should be thrust to the forefront of the agendas of administrators in higher education.

Administrators can build upon these successes and

continue to investigate alternatives that can alleviate the perceptions that Blacks
identify as sources of contention in their entrance and eventual progress in
predominantly white institutions.

Implications and Recommendation
All educators, university personnel, local, state and federal officials can
broaden their knowledge base by reviewing this document regarding the academic
environment as perceived by professional Black personnel in predominantly white
institutions. The information contained in this study may serve as a resource to
decision makers in the field of higher education. Blacks are encouraged as well to
continue to research and document the successes and concerns in the field of
Higher Education.
All aspects of this report create ideas for recommendations that hopefully
will eradicate the need to focus on such issues in the future.

Educators' interests

should be geared toward research, disseminating information, and contributing to
the vast knowledge base of our society.
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Recommendations:
1.

Black educators should provide orientation programs for Black students
in high school regarding careers in higher education.

Blacks who hold

Ph.D. degrees should volunteer to participate in such orientations and
establish this means of orientation at their former high schools, if such
programs are .not presently available.
2.

Administrators in higher education should provide seminars annually for
high school students with the expressed purpose of informing students
about the field of higher education. Colleges and universities should be
available at such seminars to register students that may be interested
in a particular school.

3.

More financial assistance should be provided for Black students seeking
careers in higher education.

4.

More Black students in undergraduate school should be encouraged to
pursue the doctoral degree.

5.

Colleges and universities must be held accountable for recruiting and
hiring more minority professional personnel.
getting

colleges

and

universities

to

meet

The present means of
this· commitment

is

inadequate.
6.

The recruitment and hiring practices should be evaluated by a committee of educators from a broad spectrum of the academic environment.

7.

There should be more constructive internship programs in all phases of
administration and teaching. Educators interested in working in administration or . teaching should be able to learn from those who are
successful in the field.
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8.

Administrators should demonstrate and encourage greater support of
professional Black personnel in the academic environment.

9.

Blacks should be placed in all types of positions in the academic
environment.

Every effort should be made to stop placing Blacks in

'minority' oriented positions only.
10.

The word 'rninority' inherently denotes inferior status; therefore, Black
professionals should work together to disband this concept.

11.

Federal government should establish research guidelines for more
research into the status of professional Blacks on white campuses.

12.

Counseling services should be provided by the institution to specifically
address the problems of discrimination

and

racial

barriers with

statistics recorded and provided to the administration on a monthly
basis.
13.

More Blacks should be assigned to tenured positions.

14.

Black personnel should be involved in committee assignments other than
those primarily concerned with Black oriented issues.

15.

Blacks must be afforded the same promotional opportunities as their
white colleagues.

16.

Black organizations must continue to focus on information that will
develop solutions for Blacks in higher education.

17.

Blacks must continue to identify sources of institutional racism and
make recommendations for solutions.

18.

Blacks

must

join professional

organizations and strengthen their

mentoring and networking resources.
19.

Studies should be made of the perception that whites have of Black
colleagues.
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20.

Studies should be made of the perceptions that Blacks have with respect
to regional differences (north vs. south).

21.

Blacks

should

join

organizations

that

are

ethnically

diverse

in

membership.
22.

Predominantly white institutions should hire their own Black graduates.

23.

Additional study of this topic should be explored further.

APPENDICES
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Appendix A

Letter of Request to Use Instrument
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September 22, 1987
Dr. Earlene Leverette
Coordinator - Refugee Program
Houston Community College System
3333 Fannin Room 11112._
Houston, Texas
77002
Dear Dr. Leverette, ·,_
The subject of black personnel in white institutions of Higher Education
is of special interest to me. In order to understand this aspect of our
higher educational system, I am presently pursuing the subject as a
dissertation topic. My dissertation is entitled: A STUDY OF THE ACADEMIC
ENVIRONMENT AS PERCEIVED BY BLACK PERSONNEL IN SELECTED PREDOMINATELY
WHITE INSTITUTIONS.
During my research, I discovered your excellant approach to this subject.
The instrument you used will help me greatly in the gathering of information
pertinent to my study. May I have your permission to use your instrument
and may I also ask for your approval to modify questions that may not
clearly reference to the unique aspects of my subject.
In addition to being ete~nally grateful for your approval, I would like
to offer you a copy of the abstract from my dissertation which will be
available in the spring of 1988.
I shall look forward to hearing from you.
Respectfully,

~i~

Doctoral Student
Texas Southern University
cc: Dr. William Mccree
Dissertation Chairperson

Appendix B
Permission to Use Instrument

88

89

P.O. Box 759
PILCU.Jl..,(,e View, TX

77446

NovembeA _
2, · 19 87

~. Vow P/rJ.,c.e
6419 Oak.ham
Hocv.,to_n, TX

VeaA

~•

77 08 5

PlrJ.,c. e:

Pvr. you.It 1tequ.ut, peJLnU,.61.,ion iJ.> g1tanted 601t you. to cv., e my
doc.to!r.al cLi.,MeJLta:ti.,on iMtlw.ment. You. may modi6y il ac.c.01tding
to you.It need-6.

I (.,IJ,(,.6h you. mu.c.h ~u.c.c.uJ.> in the c.ompletion 06 you.JL docto!tal
1.,tudiu.

EL/jt

Appendix C
Response to Phone Call with James Renick
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November 2, 1987
J)r. James · C. Renick
Assistant Dean, Graduate School
University of South Florida
FAO 126
Tampa, Florida
33620
Dear Dr. Renick,
Thank you for returning my call. I am very pleased that you will consider
offering your endorsement of my dissertation.

/

I am very excited about this phase of my studies and particularly excited
about my topic. It is a subject that should be of concern for ALL educators,
however; black educators should be leaders in keeping the subject on
the "front burner."
I aru most appreciative of any efforts you may put forth, of any suggestions
you may have.
Enclosed is the questionnaire as requested and a copy of a newspaper
article that was written at the time that I started the program. This
article covers some of the accomplishments in my life.

I shall look forward to hearing from you.
THANK YOU.

Sincerely,

c:;,ya'~-~
Doris Price, M.A.
(713) 723-2828

Appendix D
Letter from James C. Renick
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c/o The Gradual• School
fAO 126
Uoiversily of Soulh Florida
T&mpll. f lorida 33620

~

AMERICAN ASSOCIATION
FOR HIGH.Ell EDUCATION

December 1, 1987

Exec.live Beard
Chair
James C. Renick
University of South Florida
Vic ■ Claair
William 6 . Harvey
North C.-olina Sule Uoiversily

TrHsurer and Membershl,

Dear AAHE Black Caucus Member:
Cll■ ir

Me Mn C. Terrell
lkliverslly of Toledo

Secretary
Rosalie A. Hill

University

or South Florida

Herman Brown
lklivenily of Oi5tricl of Cohmbia

Ms. Doris Price, a doctoral student at Texas
Southern University, is collecting data for her
dissertation. I have provided her with a copy of
the Caucus directory in order to facilitate her
research. The title of her dissertation is "A
Study of the Academic Environment as Perceived by
Black Personnel in Selected Predominantly White
Institutions." This is a very worthwhile project.
Please support this research and complete her
questionnaire.

Am J. Covington

TOU91loo Coll999

Sincerely,

JacQUeline E. Woods
American College Te5ling Program
Alfred J . 6uilltune, .x.
Xavier lkliversily

cEf

J ~ . Renick

Raymond Jackson

ATCP Enlerprises
Donald \II . Jones

University or Virginia
Alvin J. McNeil

Texn Soul.hem Univenity
Chair Emeritus
Gloria D. Scoll

·Clri College
Horleost Thornton
California Sula lkliversily
S1crameolo
Valor-a Washinglon
Am,r ,c ~n Univers,t y

r/12. 1

Appendix E
The Instrument
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Questionnaire
A Study of the Academic Environment
as Perceived by Black Personnel
in Selected Predominantly White Institutions

INSTRUCTIONS: Please indicate your response to each statement by placing a
check ( ~ ) mark or filling in the blank spaces provided on the questionnaire.

1.

Age:
1.

2.
3.
4.

2.

Sex:
1.

2.
3.

Less than 30
Between 31 and 40
Between 41 and 50
Over 50
Male
Female

Indicate your highest scholastic degree:
1.
2.
3.
4.
5.
6.

Associate Degree
B.A. or B.S.
Master's Degree
Ph.D. or Ed.D
M.D., O.O.S., J.D., etc.
Other (please specify) _ _ _ _ _ _ __

4.

What is the nature of your position?
1.
Full-time faculty
2.
Full-time (but part-time administrator)
3.
Part-time
4.
Other (please specify) _ _ _ _ _ _ __

5.

Which of the following best describes your career pattern in institutions of
higher education (check only one).
1.
All positions except my present one in predominantly black
institutions of higher education.
2.
All positions in predominately white institutions of higher
education.
3.
Positions in predominately black and white institutions of higher
education.
4.
Other (please specify) _ _ _ _ _ _ __

6.

How many years have you been employed full-time in higher education, both
at your present institution and before? Please give the appropriate number
to the nearest whole. _ _ _ _ _ _ _ _ _ _ _
·
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7.

What is your approximate annual contract salary?
1.
Below $25,000.00
2.
Between $25,001.00 and $35,000.00
3.
Between $35,001.00 and $45,000.00
4.
Between $45,001.00 and $55,000.00
5.
Over $55,000.00

8.

Do you have tenure at your institution?
1.
Yes
2.
No

9.

If you answered 'No' to /18, is your position a tenure accruing one?
1.
Yes
2.
No

10.

What is your academic rank?
Professor
Associate Professor
3.
Assistant Professor
4.
Instructor
5.
(Please specify)

1.
2.

----------

11.

How long have you held your present academic rank?
appropriate number to the nearest whole.

Please give the

---------

12.

From what source did you learn about the job you now hold?

13.

How did you obtain your present position?
1.
You were recruited
2.
You applied for the position vacancy
3.
You made a general application to this institution and other
institutions
4.
Other (please specify)

------------

14.

What was the ethnic predominance of the last institution in which you were
employed?
1.
Predominantly black
2.
Predominantly white

=

15.

Do you feel that you were hired because of your race?
1.
Yes
2.
No

16.

How much difficulty did you have in getting your present position?
1.
A great deal
2.
Some difficulty
3.
Little or no difficulty
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17.

Are you involved in the planning and development of the curriculum in your
department as much as your colleagues of a different race?
1.
Yes
2.
No

18.

Your teaching assignment includes: (check only one)
1.
Graduate students only
2.
Undergraduates only
3.
Both graduate and undergraduate
4.
I do not have a teaching assignment

19.

Do you chair thesis or dissertation committees?
1.
Thesis committees only
Dissertation committees only
2.
3.
Both thesis and dissertation committees
4.
My institution does not have a graduate program
5.
I do not chair thesis or dissertation committees

20.

Do you serve on thesis or dissertation committees excluding chairpersonship?
Please check only one.
1.
Thesis committee only
Dissertation committees only
2.
3.
Both thesis and dissertation committees
4.
My institution does not have a graduate program
5.
I do not serve on either thesis or dissertation committees

21.

I feel that my chances for promotion are:
1.
Greater than my colleagues of a different race
2.
Equal to my colleagues of a different race
3.
Less than my colleagues of a different race
4.
I am a full professor

22.

Are you professionally satisfied with the position you now hold at your
institution?
1.
Yes
2.
No
3.
If dissatisfied, Why?

-------------

23.

If you could stop doing some aspect of your present job, what would it be?

24.

In your present position, do you feel that you have the decision-making power
or influence appropriate to the position?
1.
Yes
2.
No
3.
Not certain
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25.

If you are involved in institutional governance of any kind, how would you

describe the "sphere of influence 11 of the governance body on which you
serve?
1.
Institutional-wide
2.
College or division-wide
3.
Department-wide
4.
I am not involved in institutional governance
5.
Insignificant and powerless
26.

Are you involved in an·y racial/minority oriented programs?
Directly involved (teach, direct, or coordinate a program)
2.
Indirectly. involved (committee work, curriculum)
3.
Volunteered your services and waiting to be called
4.
Not involved
l.

27.

Who should teach courses in Black History, Black Poli tics, etc., at your
institution?
l.
Only blacks
2.
The best qualified, irrespective of race
3.
If a black and white are equally qualified, the black should be
given preference
4.
Should not be taught

28.

When there are problems involving minority students on the campus, are you
asked to help resolve them?
1.
Always
2.
Often
3.
Seldom
Never
4.

29.

Do you find that students in your institution whose race is different from
yours expect special consideration (to get a break, etc.)?
1.
Most
2.
Some ·
3.
A few :
4.
None

30.

Do you find that you and other colleagues of the same race in the institution
are asked (and expected) to assume the major responsibilities for the
counseling and advising of students of your race, over and above your regular
duties?
·
1.
Yes
2.
No
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31.

Please rank-order these factors in terms of the extent to which you think
they are critical needs in your institution.
1.
More counseling service to minority students
2.
More counseling service to all students
3.
More commitment to social problems (race relations, urban blight,
social class)
4.
More teaching and program reform
5.
Greater integration of the contribution of minorities within the
ongoing courses
6.
Expanded ethnic studies programs
7.
Other (please specify)

---------------

32.

What is the total enrollment of your institution?
1.
Less than 5,000
2.
5,001 to 10,000
3.
10,001 to 15,000
4.
15,001 to 20,000
5.
Other (please specify)

---------------

33.

What group do you find more responsive to you as a professional?
1.
Your white colleagues
2.
Your black colleagues
3.
Black students
4.
White students

34.

Do you feel that your institution has hired persons of your race in order to
meet some stipulated numerical goal or quota?
1.
Yes
2.
No

35.

If you teach or work with minority students, do you:
1.
Treat them differently from majority students
2.
Give them special encouragement and emotional support
3.
Other (please specify)

-------------

36.

Do you favor an open-door admissions policy at your institution?
1.
Yes
2.
No

37.

Would you take a stand on an issue you knew would antagonize students of
your own race?
1.
Yes
2.
No
Yes, only if some other colleagues of my race took the same
3.
position
4.
Not very likely
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38.

Do you feel that your colleagues of a different race compete in gaining the
favor of students of your race?
1.
Most do
2.
A few do
3.
Several do
4.
None do

39.

In your opinion, what should be the proper allocation of professional and
institutional resources in higher education?
1.
Heaviest emphasis on teaching
2.
Emphasis on teaching and research, but leaning toward teaching
3.
Equally balanced between teaching and research
4.
Emphasis on teaching and research, but leaning toward research
5.
Heaviest emphasis on research

40.

Please rank-order the following statements in terms of the extent to which
they describe the way you believe professors in ethnically different
institutions should address problems of discrimination in higher education.
1.
By any means necessary
2.
Non-violent confrontations as a means
3.
Education as a means
4.
Leave it to the laws and the courts as a mean
5.
The conscience of the academic community as a means
6.
Other (please specify)

---------------

41.

If you have a serious professional problem or concern, from whom among your

colleagues
1.
2.
3.
4.
42.

would you feel free to ask advice?
A white colleague
A black colleague
Any one of my colleagues
None of my colleagues

Please rank-order the following professional considerations in terms of the
extent to which you believe they are of primary concern to your colleagues of
the same race as you.
1.
Tenure and promotion
2.
Control exercised by the administration
3.
Departmental perogatives
4.
Being treated fairly
5.
Teaching load too heavy
6.
An equal opportunity to be involved in the affairs of the
institution
7.
What persons seem to be getting ahead
8.
Change in the institution is taking place too rapidly
9.
Academic freedom is under attack
10.
Concern for student learning and curriculum
11.
The condition of minority students
12.
Institutional racism
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43.

Do you engage in social activities (dinner, theater, dances, golf, etc.) with
your colleagues of a different race?
1.
Often
2.
Seldom
3.
Never

44.

If you have never engaged in social activities with your racially different

colleagues, what is yor reason for not?
1.
I do not care to associate with them on a social basis
2.
I have not been invited by them
3.
They have turned down the invitation I have extended
4.
Other (please specify)

---------------

45.

Do you perceive attempts to minimize your contact with blacks of the
opposite sex on the job?
1.
Yes
2.
No

46.

Do you perceive attempts to minimize your contact with whites of the
opposite sex on the job?
1.
Yes
2.
No

47.

Do you feel that you are kept as fully informed and have as much information
about departmental and institutional problems, issues, and developments as
your racially different colleagues?
1.
Yes
2.
No

48.

Do you feel that . incompetent whites have been hired and/ or promoted over
deserving blacks at your institution?
1.
Yes
2.
No

49.

Do you feel that incompetent blacks have been hired and/or promoted over
deserving whites at your institution?
1.
Yes
2.
No

50.

CIRCLE THE NUMBER CORRESPONDING TO YOUR BELIEF ON THE
FOLLOWING STATEMENTS:
(1) Very serious; (2) Rather serious; (3) Moderately serious; and (4) No
problem
To what extent do you consider each of the following to be a problem in your
institution?
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Lack of university support for your department
to develop and implement quality programs for
minority students.

1

2

3

4

The tendency of black and white students to
polarize in class.

1

2

3

4

The lack of commitment and concern in your
department to development and implement
quality programs for minority students.

1

2

3

4

The heavy teaching and advising load in your
department.

1

2

3

4

5.

Pressure to publish.

1

2

3

4

6.

The poor
students.

1

2

3

4

1.

2.
3.

4.

intellectual

ability

of

minority

7.

The inferior ability of minority students.

1

2

3

4

8.

The tendency of your colleagues of a different
race to treat your paternally.

1

2

3

4

9.

The small proportion of black students.

1

2

3

4

10.

The small proportion of black colleagues.

51.

1.
2.
3.

4.

To what extent do you consider each of the following to be a problem of
concern to you?
Not as much contact as you would like with your
white colleagues.

1

2

3

4

Not as much contact as you would like with your
black colleagues.

1

2

3

4

Your white colleagues
scholarship seriously.

do

1

2

3

4

Your black colleagues
scholarship seriously.

do

1

2

3

4

1

2

3

4

not
not

5.

Bigotry from your white colleagues.

6.

Bigotry from your black colleagues.

take
take

your
your
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